
DOCUMENT RESUME

If f t.

ED 124 260
.

JC 760 348,

AUTHOR Geddes, John A.
TITLE Report of TaSk Force IT: Carder Education and

Retraining. San Diego Community College District
Educational Master Planning and Management
Studies. . -

INSTITUTION ,San Diego Comiunity Coll. DistriCt, Calif.
.PUB DATE 30 May 7S
NOTE 142p.

EDRS PRICE MF-$0.83 HC-$7:35 Plus *Postage.
DESCRIPTORS Advisory ,Committees; College Planning; Community.;

Collegesr Cost EffeCtiveness; Educational Objectives;
Educational Philosophy; *Junior Colleges; *Manpoier
'Development; Manpower Needs; *Master Plans; Needs
Assessment; *Program Descriptions; *Retraining;
Student Personhel Services; *Vocational Education.

IDENTIFIERS '*San Diego ComiUnity College District'

ABSTRACT
In spring 19751,a Tisk Force of 35 members was

established as an advisory committee and idea generation group for
the San Diego Community College District. At each of three meetings,
the 35 'embers divided into five Mork groups led by a vocational
coordinator discussion leader. Thisadescription of and master plan
for the San Diego Community College District's Career Education and '

Retraining Division is based on ;the proceedings of these meetings.
. Chapter I gives a summary of population and business,statistics for

the County and City of San Diego, presents a descri tion of the
Comiunity College Manpower Training and Vocational Education
,Department, summarizes campus vocational education progiamseand
reviews a recent needs assessment survey. Chapter II presents a
philosophy of career education, and chapter III. presents a
consultant'S summary analyis of manpower futurOs it-the'United
States to 1985. Chapter IV presents goals and objectives for career,..-
education, including organization, instruction, cost- effectiveness,
student services, and futuristics. Chapter deals with the problem
of allocating programs to specific sites, and chapter VI lists nine
recpmlendations to the Steering Committee for Management Studies and
Educational Master Planning. (Author/NEM)

*****************************************34****************************
Documents acquired by ERIC include many informil unpublished *

* materials not available from other sources. ERIC makes every\ effort'*
* to obtain the best copy available. Nevertheless, items of marginal *

* reproducibility are often encountered and this affedts the Axiality *

* of the microfiche and haidcopy reproductions ERIC makes availlible *

* via the ERICDocument Reproduction Service (EDRS). EDRS is noi,
* °responsible for the quality of the original document. Reproductions *
* 'supplied by EDRS are the "best that can be made from the original. *

****************************************************45*****************A

?

4



N

I

L PA- ALF OF HEAL TO
i1.4 & 41 FARE

TuTE OF
LIP CATION

wt t ow!

42. N

F A 4r
r r .rcrp

. 3t 1 V ."

=9 sA

BOARD: OF TilusTEEs;

G Fiensh,.Proslthnt .
13: GOdy,,VICCPitithInt

RIChardl .Joblson
Cliot114:11eid
:teotifildgewly

bale Pitmen, Chancellor

ITI)01?) 1 1

tASK roRctr: L I

I ./ prT-0 ,sq. 1 1.1 t A 1

3375 CAMINO.DEL RIO SOUTH
SAN DIEGO,CA. 9-108



.?

O

0

REPORT OF

TASK FORCE II

CAREER EDUCATION AND RETRAINING

u

LtiE 0

0

Submitted to

AND EDUCATIONAL MASTER PLANNING.

_in ,partial. fulfillment

of the charge given by the

Steering Committee for

Management Studies and Educational Planning

and the proposal for the

Charles Stewart Mott Foundation

lb* A

'May 30, 1975



11

o

S

,FORWARD

This report was prepared from the generation of ideat and objectives

developed by the members of.the San Diego Community College Master Planning

,Task Force II.,

This body served as an advisory committee and ides generation gtoup.

Thelr did their work in three meetings.starting April 15, 1975 and endin%

May 14, 1975. The Task Force of about thirty.4iye active members divided

into fivewofk groups at each meeting. A vocational coordinator or

other member`as invited toderve as a discussion leader. Each leader

presented after each meeting a report of the results of his orAer group

to the Executive Secretary. Occasional planning meetings were,heldwith
4,

the group leaders and the Assistant Director of the Manpowr wining and

Vocational Education Office. -

The Task Group meMbert who participatE r.are allio be congratulated

on the, range and wealth of,

Task Force is Presented on

ideas they generated. The membership: of this

gages
and iv.

''

chose to cover in die report as much ;breadth'

In fact-, he- concluded, after working a Timber !of_

The Executive Se'cieta.ry

and detail as time AlIeWed.

Weekends and evenings that he had exceeded his time alloWance rather'
-

generOusly.

6

Behind the decision to cover such a broad'area,with-as much detail as

possible is the -belief that master planning is bated on knowing the

"territory" of What really,happens in career education and what should0
. happen there in the future. This is basically a semantic problei. It is

' using words to detail, and communicate this"territory" of reality to others.
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The more specific the words, the more detailed and hopefully the more

accurately represented the "territory." The penalty for this effort at

preciseness is'tfie unsatisfactory Ienvilpf thiss report. It is likely to
k

overwhelm. all but the most persistent readers, summary has been pre-

pared.to assist those, ho need a last total picture of the report.

.it is anticipated people will use this, volume or the comprehenSive

master plan that follows it as membets of many operational' groups which

will be working on their particular part of bringing the plan into being,

When viewed from the perspective of its operating parts, the length is

not too long.. The advantage bf this approach is that each group will
:

/
have a base with some detail upon whiCh it can woek and expand. The

/
operational readers rather than the general reader& were assigned the

highest priority in the design-of this report.

The reader must remember the information i 'this report is a "first
,

, out." It was rapidly, and intensively prepared. This is the report's major

o.

limitation.

A few significant definitions are presente4 uhich, it is hoped, will

clarify the_meaning of these sometimes ambiguous terms as they are used

'here.

Respect fully submitted,

h.
ohn A. Geddes*

Executive Secretary
Task Force II
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SUMMARY

.10

This report is divided into six vhapters: The Present Picture. Chapter I,

gives-a summary of4ripulation and business statistics for County

and,City of San Diego. It then presents a description of our. tommunity

College Manpower Training and Vocational Education Department starting-on'

. page 6.. A dedcription of campus vocational education programssia

summarized in charts beginning on page 19. Some -factors significant

to Career Education are reviewed in a'summary of the Needs'Assesstent which

concludes the chaiper.

Chapter II presents a Philosophy of Career Education on page 32. which is

the value foundation upon which Many of. the goalsland 'objectives in this
, .

report are based. Chapter III starting on page 44 presents our consultant's
, -

summary analysis on manpower futures ingOle United, States to 1985.
a

.;
ChapterMis-the vital core of, the report. Here are presented the goals

and objective's for Career Education. There are five primary Goals,-

: Organization, Instruction, Cest-Effectiveness, Student Services and

Tuturistics. The objectives related to each goal are listed after the

primary goal. The' table of contents.liststhe various subcategories of

objectives.

It is recommended that each objective be treated with a*"change analysis!

and,be tentatively pegged, onto a time line for.implementation. The time

line is divided into three general time periods%whicWire labeled

Phases 1,'II,, and III. Pages 53 and 54 discuss.this.recommended-

't re atment for objectives.
t*

8
O

O
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Chapter V on page 116. deals with the problem of allocating pragrais ,to

sites. :Program building blocks called Career Clusters, have been designed

o
for the Sari Diego Coinmunity Colleges. On the second try a procedure for

classifying the complexity of courses was developed. and integrated into

1 a Basic Site Allocation Guide, presented ospage 121.

,

Chapter VI lists nine recommendationeoto the .Steering Committee for
.

,Management Studies aridBdOcation'al Master Planning starting' on page 124:

b

"

.

4
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DEFINITIONS 4

. .

I. ..Goal is a statement olenaral purpose used toaet-thetixection

and provide.broad guidaSnce for-an-organizatiorr, an informal grdup

,
0 !Or an indiNiiduaI: ,

0

vii

Objectives are derived from 'goals. They are the attion commitments
.

through which the* mission of a business or institution is to be

carrie' out, and the standards against which.performance-is to, be

measured.,
1 Drucker believes objectives should be capable of being

. . . z

''' converted into. specific targets and assfgdmenta-Which can be used
, / ..

as the basis for and.motivation.for work arid achievement.-,

Objectives must be.,able to. guide manageient in its concentration

of'key resources of men, moneY. and phyitcal faCilities, to

accomplish the goals of the lnstitution;-:Drucket states, ."To

manage a business (institution) is to balance a v. iiety of needs

and goals. And this-requires multiple objectives.r6

Objectives *at degenerate into work. Wirk is Specific. It has
.

clear, unambiguous, mea ureable results, deadline And *, specific

assignment of accountability. -But it must alsobe Used to flexibly
'

'accommodate the unforeseen.
6

III. Performance Indicators are measures' which tell .managers'how7 closely ,

they have come'to thair'objectives in doing their work. .

IV. Career Education is a termn the process of tieing defined by our

educational institutions.,. It is a relatively new syntheiis of

many concepts available at some point and in some plate in American

',education.,

a
S.

1.

.at
6. Drucker, Peter F. Management, 1973

10
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The,concepts include vocational education, vocational guidan0e,

. career development, the development of the whole perion, and other

elements-Of the educational, ifidustrial ana community networks
(

Of"which theSe concepts are a pirt. At the post highscfool level

ca seek edudation encompasses the traditional classificatiqns of

,Busineis Education; Trade and Industrial. Education, Technical

EducatiOn,"Office Education, ConsUMer and'HomeMaking, Health

Careers and' Agricultural Education., !

-
Edwin Herr has studied an array of definitions of Career

Education. He believes the meaning of the term tnclupei at least 4

the following: .. .

1. 'An effort to diminish the'a4aratenesaT academic anexocational

education. . 7 .

a. An effort to integrate the practicality ohe real world tnio

the 'educational disciplines offered in our colleges ftbm .

kindergarten through graduate school..

, 3. "A process of insuring that every person exiting from the'

formal educational structure'has job pmployability skills, of
. .

some type.

4%,, A 'direct response to t1 impoitance of facilitating.individual 4.

choice making so that occupational preparation and the acquisition
a

of baSic academic skillt can he coordinated with developing

individual preference.

A way of increasing the relevance or meaningfulness of ed-

ucation for greater numbers Ot student than is currently true.

,A-design tomake education an'open system in, that (job outs, ,

drop outs, and completions) can affiliate with it, when their-
.

'personal circumstances or foblrequirements make thili feasible.

' o

O



7.' A structure whose desired outcomes neeessitatecooperation

among all elements of education as well as among the school%

industry, and community. s . ,

.

8. AA enterprise requiring new technologies intibateriks.of'edu-..
. %

1 .
. '

cation (i.e., indiyidualized programmilg, simulation,
...

9. A.form of education for all students:IP s.
.

.

4, ......:. .

Item 2 developed by Herr was deleted and alocally generated definition

t

developed.to replace it.

,The terms Technical and. Vocatiovii Education are.closily related.:

kinds of instruction Which prepare students to .enter any one of-al. ,...

'variety of occupations in a common clusier.

V. ,, Vocational Education is more manipulative in skill with less related'
. .

theoiy. The instruction.timeia:normally shorter*thaa in, technical

education The majority of retraining programs tend to be 'vocational:'
. 4

VI. HetraininK is a series of programa; usually vocational in nature,

which prepare peoplg to enter'other occupation or .become more

*profispnt in their present one. Retraining is carried out In.
.

cagperation
.

with businese%Andustrial or goVerntental enterprises

to.meet particular manpower needs:

VII. Occupational' Extension includes any program developed because of a

specifiE need in industry. The programs may be nontraditionalas.
.

io'number o4honrs per week and .length of course ,of study. The

programs may be open entry or open exit and offered:in.the San

Diego EveningCo4ege or the Adylt and Continuing EducatioA

Centers.

I0.Herr, Ed W, Review and synthesis of foundations
for Career 'duclion. March, 1972'. p.3

12
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ar CHAPTER I

THE PRESENT. PICTURE

Southern California, one of the most dynamic areas of the world between
/

1960 and1975, has come a long way from the sleepy collection of

"Ranthoe of the mid-nineteenth century. Embracing the ten southern

most counties of California,.Southern California has a land area

A.

amounting to 58,685 square miles'.

the nuiiibgr of people .living in Southern California comprises alpoet ."

three-fifths of California's total populatioh. One.economic;yardstick

for measuring the economic wellbeing of a region Is the growth of

its population. The average annual increase in population in Southern-
.

California. frog. 19'60 to 1969 amounts to 285,000.

THE "GREATER COMMUNITY OF SAN DIEGO +.^

,. . .San Diego is, the southern most county in Sobthern.California located
,.

Alext to theltrowing'city of ,Tijuana across, the border in Mexico.

It figures 426.7 squire miles.;in si ;e. The city of San Diego has AV
,

growing harbor complex,, rail lines to Los' Angeles and broad highways

north, east, and south to the, corder. It has a major airport close to

the center of the city, two,middle sized airports further east and two

.major naval airdromes pits auxilia fields.
/ , -:, , , a .

: .
..

, * Y, $ , 00 t

e

The naval establishment, other government. operations; tourism, retirement
1

living, health and business service;.financial, insurance, and real estate_

enterprises; retail trade; transportations and aircraft and the

space industry; electronics and related industries; and construction.

are the major enterprises which produce economic stability in the

greater municipal area of the' City .of San. Diego.

3

15
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Chapter I

The population growth of San!Diego County has been rapid. In 1960

the population figure stood at 1,033,011. By 1970, it had increased

to 1,357,854. Today the PopUlation is about 1,500,000. The city of

San Diego is the main focus,of county population. According to the

San Diego City Planning'DepArtmentyredictions of 1973, the city had

a' total population of 697,027 people In 1970. This number had expanded'
,

to 755,900'by 1974 ! In 1980, the population is prediCie0 to reach

.857,000 and by 1990, 996,000.3

O

County wide,.an estimate of our future growth is 1,800,0115people by

1985 and 2,546,706 by the year 2,000.7-:

,The San Diego Community College Disttict provides a.large share'of the.

: educational services San
.

Diegans need., in -the area of Vocational Education.
.

SoOthwestern College serves Chula Vista and.0rossmont College serves the
4.

gre6ter El Cajon area. In addition, many San Diegans use the S.D.C.C. -as

a way station, on the career path to a four-year college.
,

O

The etployment picture in San Diego County has been one of rapid ex-

pansion until recently. The total-number of civilians employed in.

1971 was 491,000. The number has increased steadily. In 1974, the

number reached 614,800.

Historically, the unemployment rate has been high: c

.13

1971 - 8.8% 1973 -; 1.7%

1972 -.6.8% 1974 - 8.8%

7. Feldman, p. '8 Needs Assessmeq.
3. Planning Department, City of San Diego

San ,Riego County Planning Data
13. San Diego 1974 Business Survey

10
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Chapter I!

The unemployment rate is now around la.. It is considerably higher

in the construction industry
J3

The.emPlOyment by industry group is:
13

=

1974

Nonagricultural Wage& Salary Workers 0

Mineral Ektractions

Construction

Manufacturing'

Food and Kindred

460,300

600

27,600

71,200,

4,100 P._

3,900Apparel

Printing, and publishing 5,000

Chemicals *s 1,000

Lumber, Wood and Furniture 1,500
r.)

Stone, Clay and Glass 1,400'

Metals 2,600

Machinery excluding Electrical : 7,700

Electrical' Machinery 12,800'

Aerospace '21,200

Shipl;Uilding and -Repair 6,100
.,

Miacellaneou'i Manufacturing 3,900"
,,

Transportation, Communications, Utilities 23,300

Wholesale Trade ,

0
15,40o

''s letail; Trade .. 4 .
84,700'

Finance, Insurance & Reallstate 24,400

,Services .94400

Government >
,/ 48,800

Federal _37;l00

State. & Local 49,413d,

Education 52,300X,

:,r 11,300Agriculture

13. San Diego 1974 Business Survey

17
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Chapter 'I'
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Each enterprise listed employs workers in many different occupational

specialtieS The community colleges offer many programs which prepare

people for occupational entry into a variety of positions in these enterprises.

The current recession-has slowed job demand in many ot-Cupations;

nevertheless there is demand for workers in many technicaland voea-:

tional specialties. The'jteed for retraining unemployed' workers to meet

new job demands is strong., The need to bring, through occupational

extension, job upgrading has many characteristics of an untapped Market.

Most large enterprises in 'San Diego such as GoVernment,the

or the pulti-branch banks may not realize how the'community colleges

can assist them in their own, job upgrading and.staff development. programs.

The San Diego 1974 Business SurVey.fiasrbeen includectai Appendix A.

It has economic indicators whiCh describe the nature of the employment\

:community for which the Community college4 is training workers. \

The vocational education effort of-the coilMunity colleges is organized

at'this-ETEET-into a District office, of manp.oWer training and vocational

,education and various campus managers who administer vocational education

programs. The District organization, is managed by4an Assistant Director

S

of Vocational Education,Oho reports to the Diredtor of Instructional

.and Student. Services. The Assistant.. Director manages eleven Vocational

Educaticin Coordinators who coordinate apyrixiiately 137. different

occupational programs.

r.
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Chapter

6
The functions of the District organization are to coordinate district-

wide activities, develop programs, and maintain liason with the community
.

_ .

through Adyisory Committees. ;he function of the reipective-campus-

organizations is to administrate under the authority of their. chief .

-site admiiistrator, the vocational education instructional program and

participate in 4dvisory Committee work. They also relate,directly to'

the community:

The City, Mesa, and Evening -Colleges vocational education programs are

administered by Deans of VoCational-Education. They use coordinators

to help them establish new programs as subject Matter consultants; and

as links with the community. .

A.1

The Adult-Centerprincipals'and the Skill Center under the San Diego

Adult, Center principal administer vocational education programs under

the direction of the Director of Adult Education. onsiderable 'direct

,support is given-bythe.DistrictVocational Education0000rdinators.

The;Director of the Educational Cultural complex reports to the Chancellor

of'the District. He manages his own rapidly growing vocational edu4tion
*

program with considerable support from t'he District Coordinators.,"'
/

c.

O

S.D.C.C., VOCATIONAL EDUCATION

The Vocational Edudation Department of the DiStrict haa,had.astaff

responsibility the andtheAdult,DiviSion since 1971. A

limited line responsibility still exists for (1) apprentiCeship program,
4 A

(2) off-campus cla*ssesfield inlocarbtsinesses and industrial plants,

(3) the operation of special projects such as the CAL -OSHA project and the'

Kellogg Foundation project,jind (4) certain spedial Vocational

Education Art projects.
16

16. Steinberg, District Memorandum

1,9



Chapter I. ,

The coordinators-aretechnidal specialists. They are assigned a trade

or employment cluster and become-experts in the needs bf thattrdde.. If

--in their area of expertise a short -term training-prograt--is-neededi
. -

coordinate'with the Adult Division to implement it. If an upgradihg

..cOursepis.necessary, they,cosardinate with the Evening College to implement

it. The responsibilitieS"of each of the coordinators cross all of the

institutional boundaries of,the District.16

..
. . .

------, The central office responsibilities for vocational education are:.
-._

O

-ay. Provide district -wide coordination for all vOcational.Nmograms.

b. Develop a 'District plan' -for vocational educatiOn

c. -Prepare applications for funds and develop specialprograms

under the various state --.and federal, act's'. .

d. Keep- caipue 'vocational' staff infOrMed.Afthe current trends in

businessand_industry and provide continuous information on

'job opportunities.

e: Establish and maintain cooperative relationships with agencies'

on-the local, state, and national levels concerned with. -and related

to Vocational education.

f. Evaluate community needs in cooperation with lay and professional'

groups and recommend new courses, curriculums, and revisions to

meet their needs.

g. Verify legal requireMents and standards for credentialling
,

vocational instructors.

16. Steinberg, District Memorandum

20
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Chapter I

h. Establish and provide the necessary services for all' Vocational

Advisory Committees.--

. i. Keep site administrators informed.regarding vocational standards.

J. Coordinate the overaIl\planning of vocational facilities'with the

administration staff, and advisory committees.

k. Recommendallocation of vocational prOgrams.to the colleges and

adult schools.

1. Plan and organize manpower training and retraining through the

San Diego Regional Employment and Training.Consortium.

m.. Plan and organize the program, of apprenticeship training.

n. Plan and organize Regional Occupations Program in cooperation

'with site administrator.

o. Work cooperatively with the county School Districts-and the Area

XII Vocational Planning. Committee to develop a cooperative

procedure for area"planning and improved articulation.

p. Provide the necessary records and reports as'required'under the

Vocational' Education Act.16'

.4

The organizational relationships between the.DiStrict Manpower Training

and Vocational,Education Department and the eampus,andcenter organizations

Which directly manage the instructional programs has, changed gradually

through the years. The ManageMent Studies Report,, Study ofAlocational

Education, of4May6, 1975, points out present probleMs involved in this
-,

relationship.

16.Steinberg, District MeMora dum

14
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Chapter I

Many of the coordinators have been assigned to the coordination. staff

for ten or'moreyears. When they first began their assignment, they were-

,program managers. Over the years, even with the changes in the District

organization, they have been held accountable as program managers.

Campus administrators of the District, however, did not accept these

definitions of the cocrdinator's role. Even though theDeans of Vocational
.

'Education, several years ago,'were instructed by the Deputy Superintendent

to follow the lead of the vocational coordination staff ineteod of theif

own college presidents in,areas concerning-vocational education, they did

not accept this philosophy and they dO-not accept it today: They feel

that, asjime managers they have the Ultimate respOnsibility for the

vocatibnal,educatinprograms under their jurisdiction. °

Department Chairmen have similar feelings. They feel that in toomany'

cases, Vocational Coordinators usurp-their authority and stand as a

buffer between the faculty andthe community.

The report of May 6, 1975 points out that coordination is a much more

complek task than the direct management of the vocational.education

programi.,

. o . Coordination must do 'Many of the same things which management
,;.

does, b4.1t without the delegated authority. This requires

that the"Coordinaior,deal,effectively dil'a broad scope,
P

with a:wide range of individuals, in the area of communications,
,

liaison, maintenance of Minimum standardfrand providing.

educationalleaderthip.

'The full report of May 6, 1975.is included as Appendix B.

3.A Study of Vocational Education, May 6, 1975.

IP
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.Chapter I.

A summary of District involvenent.in Vocational Education is presented

onthe next pages. Technical education programs on the college campuses

are shown as well as occupational'extension education in the.collegi

. and adult dividions. The Spedial programs inVocational Education,

the activities.in support of VocationatEducation, the project

funding and the areas.of CoordinatorS responsibility are also

summarized.

/./
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Chapter I
DISTRICT_ INVOLVEMENT IN VOCATIONAL EDUCATION

Cammuni-to San Vito

Technical Education.

10.

4

Campws Witamait.

Number of majors 4,8 33 . 3

Number of courses/temeSter 336 337 4.9

Number of instructors contract 58 60 10

Number of instructors hourly. 33 34 10 + 160 academy
.

Occupational Extension Education-- College *Division

Location. City 1.1eAa Kearny Sett ". .

Pets/v/1.p

Number of majbrs offed . 41 47. 3 14 2 1I

.Number of cours'es/semester 169. '200 35 19: 6 21

NuMb'er of instructors contract 1 2 0 '0 0 ()

Number, of instructors hourly 136 150 27 23 6 19

Locati.on:

Occupational Extension Education Adult Division

Number' pf majors `offered

Si?i2.4, .

Cent.e.A.' ECC

11 1.0

.
Number of courses/semester 15 38

Number of instructors contract 12 2

Number of instructors hourly 3% 34

a

24

-

,;$

ifooveit.
Citawialid Mc:cAuay

Ctaiice.-
wont tle.iiitts

0
9

63

5

36.

6

56

10

18

Sa

73

2

66
.0t

5

65

, I

38
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T

,
Special Programs in Vocational Education

11

066 Campub.

.-

. 37

30

92

0 ,

80

2,332

Righ Schoot PtogitamS

20-

4.

2

, 20

18 ,.

5 ,:,

211

.

Number'of locations

Ntambv of majorsoffered

Number of courses/semester,

Number of instructors con-

tract
. . 0

s

NuMber of .instructors hourly
.

.

. .

.

. Enrollment

Number of contributing high

school's

a. Public

b. Private.

c. Out of district

Number of majors offered

Number- of instructors contract
. ,

-.
Number of instructorshoutly

.
.

EnrollmOne.
;..

Cs: e
' 4 i : a ....

:,',. 1

actinee/Appft.enticeljouttneymen

TracZning Regiong Oceupationae PAogteuv

a

Number of trades

Number-of trainee/
pre-apprentice,

Number of apprentices

31 Number of programs

83 Number of instructors

,..Number of counselors

i
.

.1.-
a. Mile* 1,615

b. Female . '22 'Enrollment ..
.

300
b

0 .

Num ber of journeymen 2 116
. ,.

. .

.---.; .-- -

0., Numtler ol0indtructors . 14

contract 0
,

. ,

r- -, Number of instructors .

hourly - 91 '.

'.'

9

12

Lee
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VEX Part A - Disadvantaged

VEA Part Regular Program

Project Funding
_

YEA Part F - Consumer and Homemaking

-VEA Part G - Cooperative Work Experience

EA Part H --.Work Study

.California Real Estate Association

CETA
444

Kellogg Foundation for Dental Auxiliary .

Project (for three years)

Foster parent Education Project

Consume'r Project

Total Program Expenditures for 1973-74

14

.120C

663, 004

36,520

25:000

14,241

2,000

631,000

97,000

22,000

8,000

7,222,679
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Chapter I

,-

COORDINA.TORS--MEAS OF RESPONSIBILITY

--The following lists show the areas Of curriculum responsibility which

the Coordinatorfeassigned. to the District Office of Manpower Training

and Vocational Education Services have-been%assigned.

.29

4 ,

O



Chapter 1

BOB BETHEL

SAN DIEGO COMMUNITY COLLEGE DISTRICT

. Vocaftionat educcit2qa,

COORDINATORS,' AREAS OF RESPONSIBILITY

WALTER COATS

f )

Aviation Maintenance Technology
Aviation Occupations
Electronics Tech./Broaddastjelecom.
Landscape Construction Mech.
Laundty & Dry Cleaning
Machine Shop

ManufacturingTechnology
Nursery & Landscape Technology
Occupational Safety & Health TeChnology
Shipbuilding . .

Telecommunications
Welding

Architectural Drafting

_Antolody. _ _

Auto Mechanics
1 Automotive Air 'Conditioning
'Building Construction Technology
Building Trades
Cabinet Making & Millwork
Civil Engineering
Diesel TeChnology
Drafting, Mechanical, Eaectronics
Engineering 6,
Motorcycle Mechanic
Small Gas Engine Repair

.i"Surveying

Truck DriversTraining.

Apprenticeship

Automotive
Carpentry
,Diesel

Drywall
Insulation
Mill Cabinet
Surveying.

FLORENCE DOWNS

Emergency Medical Care
Hospital-Home Aide
Hospital Staff Training

. MediCal Assistant .

Medical Laboratory Astistent
Medical Record, Technology

Physical Therapy' Assistant
RadidIogic Technology -
.Registered Nurse,
Vocational Nursing
Water & Sewage- Technology

Apprenticeship'

Machinist
Welding

16

Apprenticeship

Bricklaying
P,hvair

at
Floor Coverihr-

: 't,

Sheet Metal
Triple "k"South

. .

CARL JOHNSON

Comaiercial Art -

Copier /Microfilm Tech.

Cosmetology-
Graphic Reproduction
'Micrographics
Photography
SignArts (Silk Screen)
Technical Illustration
Technical English, Math, ScienCe

Apprenticeship

Barbering
Tonworking.
.Lathing

Plastering

-
High:.SchoOl Ptogram



ELIZABETH-,KEPIIER-

Accounting
.Banking ,& Finance

&iciness Administration
Business Mid-Management
&iciness Womens' professipniftrOwth,
.Escrow

Fashion Merchandising
Flight Attendant
,Flotal Merchandising
:General' Office

droceryllerchandising
Instructional Aide
Insurance

3;
Interior Decoration & Home Furnishing
Library Technology
Marketing Management
Medical Clerical
Purchasing & Miteiials Management
Real Estate.

Secretarial

Transportation & Distribution Management

v.

.Apprenticeship

Roofing

'POSITION TO Br PI'LLED

Ali Conditioning Refrigeration
Appliance & Refrigeration
Electricity

,
Electronics Tech.
Electronics Assembly
`Lineman Installer/Cable TV
Metrology
Quality Control & Reliability

-ResidentialHeating&AirzConditioning
Sieamfitting

Apprenticeship

_.Elec trial
Electronics Service TechniCian

_Irrigation & Lawn Sprinklerfitter
Pipefittin
Plumbing
Refi4eration
San'Zidgo City Civil Service
San Diego Gasf, Electric
Sound Technician

3/75
mg

-7-

31

17
'HAL RAND

Custodial
Data Processing
Food Service Occupations

__Governmental4dministration
Governmental Management
Hotel-Motel Management
Industrial Supervision
Institutional Housekeeping
Marine Electronics ,Instrumentation
Marine Occupations
Plastics.TechnologY
Postal Supervision .

Recreational Leadership.
,School Food Seivice-Management
Supervision

- .

Apprenticeship .

Glazing
Meat Cutting
Naval Air Station
Painting & Decorating
Taping (Diywall)

Work Experience Education

FRED DEUTSCH (MiiaMar)

Crlminal Justice

C.,W._GILMAN

Dental. Assistant

Dental Hygiene

RUTH MORRIS

Child Development
Custom Dressmaking &.Alteratiene
Home Economics
Power Sewing

DICK ROSSMAESSLER (Miramar)

Fire Science
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PRESENT CLUSTER ANDITE ALLOCATION OF PROGRAMS

41
The folloWing pages showthe present, clustering of Occupational programs.

The programs marked F are programs planned at this time forthe future by

the District Manpower Training and Vocational -Education Department.

The following chartshows.at,whichptesent sites each program is

located. The chart also shows the categories into which programs have

been clUstered.

4
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. = ONGOING

ACRTCIJLTURE

F = FUTURE

t
tt) /'0 0 #.4 /

CA3 .01::"4 ce
V

A-i'c. -. IN /

9

Nursery Olandscape Technology

landscape:ConStruction

X X

BUSINESS

'Accounting X X F X

Advertising

Banking and Finance
.

Teller

F X

F

BOSineas Administration,

Court Reporting

Data Processing

X

F

X

X- X

Programming

Keypunch

Machine Operator X

Display X

.7?

Escrow,

General Office X F

Insurance (General) F

Insurance Adjusting F

Insurance Appraisal

Interior Design

Investments F

Marketing X

Fsshion MerellarAlising

X

F

F

,F

F

X

X

Floral.tiexchandising 33
4...111.
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X =
,

ONGOING F = FUTURE

. .

.. BUSINESS (CO)IIINUED)
,

. .

Marketing (Continued) ;,;

.

..

0 1..)

,. ,

Grocery Merchandising X .

,,

F
. .

.

.

Retail Clerk f "X
F .

urchasing - . X, 4

. .

.

.

07------
Real Estate; F X F X

, F ' X X

Residential Property Mgmt.
,

. F I I
F 'F

Secretarial
'

4. . ,

X X F' XIX X. X X_ X

6-L.------

Bilingual Secretary F
_

F . . .

.

Legal Secretary X X

,.

..,

X
..

, ,

Medical Secretary F X . .

. Receptionist .
1

.. Insurance Secretary F F

, 0

ELECTRICAL-ELECTRONICS

.
. -

r,

Electrical, Industrial X X
.

.

...-

-

.'

Electrical Wrireman \ X
.

Electrical Lineman X
.

.
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Dental Assisting, F
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Fast :Food Service. Management.

Baking

Catering

Hostless-Waitrass

MANAGEMENT AND SUPERVISUN

Governmental Management

Governmental Administration

HotelTMotel Management

Institutional housekeeping Mgmt.

Mid-Management
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Supervision, Postal
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TRADE'& INDUSTRY 11111111111

Aeronautics: 11111111111
Aviation Maintenance Tech. 1111111j1
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'Aviation Administration MIME
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q .IIi Flight Operations

1111
Buildi
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,

III
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binet Making & Millwork.
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onstruction Trades Mgmt.

Ironworking_
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Sheet Metal

Plumbing""
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Chapter I

NEEDS ASSESSMENT

The previous sections were written to give you an idea Of the community

context in.which the San Diego Community Colleges exist and a general

description of the vocational education effort in the'Sen Diego Community

College District. In sumiary farm the previous pages have described

wherewe are.now.

If we. are to develop a master plan which is our ultimate goal,we need

to know where we are now, Where we want to go, and how to get there.
9

Thetirst-prerequisite for learning where we 'went to go is a Needs

AssesSment. The one Needs Assesstent available to us at thiitime,'

is Report NusilerOrie, Community Survey, April 21, 1975:

Thereport represents theperception of a randomly selected sample of

communitycommuni0 citizens.' Other reports will follow indicating the perception

of students,.staff and community opinion leaders. This report may be

used .in examining the perceived needs of the general community in regard to:

a. Community awareness of the 'San Diego Community College System.

b. Usage and potential usage by the commulay'of specific

programs,-community'college services, and facilities.

c. Community opinionsregarding modification of existing

educational programS and services.

d. Community perceptions, related to hew well the San Diego

Community College System is doing in meeting the educational

meeds of the residents of San Diego.
5

If you wish to review the findings of the 'Needs Assessment Report, it is

available in the )listric'office of Master Planning and Management Studies.

40 5. District Wide Needs Assessment Report

43



0

30

Chapter I

Some of the major findings of the report which are of particular interest

to the Career Education andlietraining Task Force are:

1. Eight out often respondents have,heard the name ''411 Diego

Commdnity College's," but 34 percent of 'the respondents were

not aware that they could take courses at auy of the District's

coileges.without paying tuition (pp. 13 -14).

2. While the respondents showed a high degree of.awareness regarding

the types of education offered by community colleges as opposed

to four year colleges, 47'percent of the respondents were

not aware that the S.D.C.C. provide vocational education.,(p.14).

3. Low usage is made of the District's various non-credit

community services. (p.19)'

, 4. The.top four programein terms Of-community priotity were

opportunities for physically handicapped, survival skilla,

training students to be wage earners, and vocational ;education.

The fifth was job plaCement, the seventh vocational and Job

counseling, the eighth training students to.be-learnera.

In all, various elements of vocational education were given

higher priority than areas dealing with the Arts and.Sciences.i
1

Providing personal and psycholOgical counseling, and training

students to be consumers were the only two Career Education

related items which were iodated in the lower half of the items:
o
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5. There appear to be no significant barriers posed by any of the

operations of the District which prevent residents. frog taking

classes. (p-.33) What's tore, 3.percehi-of those surveyed

indicated they felt-the-District was doing a.good job in meeting

their-ntiapi-1.2;). One"msjor exception to this fact was that

only 28. percent of the respondents rated admissions and enroll-

ment procedures as "good" or "very good" (15.15)

There can be MD question that the needs and wants of the community focus

in large part upon thearea of"this Task Force. Our goals and objectives

will have to show a way to meet many of the needs expressed by the people

in the community Of'San Diego. This challenge will require change in the,

years ahead; it will require a realloCation df theresource8 available to

the San Diego - Community dollege District. A carefully conceived Master

Plan is an optimum way to approach the:problem of change.

Chapter I has described briefly the community of greater San Diego:-

, ,Both population' trends and employment trends were,included? A'description

of our CoMmunity College Manpower Training and Vocational Education

Department followed. The campus vocational education programs are

summarized which details' the site make up of our career education efforts.

41 The Concluding topic was some of the more important findings in the Needs

Assessment study which, pointed; out that Career Education is uppermost.

in the minds of many San Diegans.

.5: District Wide Needs Assessment Report, April, 1975
Nib
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A PHILOSOPHY OF CAREER EDUCATION,
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The job of Task Force II is to take a "first cut" at the.beginning

stage of developing a master plan: Once a picture is drat n of where we

are now, and,thisvas done in Chapter I, we can move on -to,the next

area of inquiry, where do we want to go?
7

., .e._-_.,,I j. ',

The first step in getting the range. on where we Want to-go is,the

creation of a philosophy, in this case a philosophi,'Of career education.

Goals and objectives will be inferred from this philosophy.
..

.

TENTATIVE PHILOSOPHY OF CAREER EDUCATION

Viewed through the Universal lense of that, body of knowledge called

anthropology, education is the preparation of youth for the assumption

of adult rOles in a society. This concept common to all societies

has been enriched in recent yearb in.the United States by adding\ the

idea that education can be lifelong, and canhe used to improve the\way

people live in our society.

\
The most dramatic characteristic of advanced societies, including ours, is

the increasingly rapid rate of, cultural change., This change has been
\ .

produced in large part of scientific and technological developments in

such areas as the knowledge explosion, transportation, communications

and information handling, biology, medicine, and the physical sciences,

construction and architecture, labor saving-innovations, and the management

science.

Rapid cultural change can produce maladjustments in society called. cultural

lag. Our "style of living" including certain values, cultural expectations,

religiouS beliefs, occupations, and institutions can be put out of .

adjustment with new technical ways of doing things. For example, today's_

young people leaving our schools may expect to face an average of five

or six career changes in their working lifetime. Many of these changes

will. be caused by technological obsolescence.

4 4.
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Some futurists believe the majority of occupations to be filled twenty

years.frqm now are not yet ofganized. Nevertheless, many of them will

evolve out of currentioccupations and work Organizations.- The implication
1

of this prediction is that workers in 'many enterprises will need periodic

retraining.

& major task. of our society is to catch up, then.get ahead ih the planning,

so that when changes which affect our culture do come upon us, we will

be better prepared to deal with the'lag or "out of adjustment" process.
O

Work includes far more than pradticing certain skills and knowledges on

the job. An occupation is a "style of living." The people you meet,

the values which, surround you, the environment you live in most of your

waking hours are didtated largely by the characteristics of your occupation .

and the enterprise it whiCh it exists.

In essence a person fills an occupational role when he or she enters

an occupation. Such a role ia_more complex and irreversible than the

role an actor plays in the theatre, ,but both actor and worker have to

meet expectations other people have about them; in turn. both expect other

people toact towards them in certain ways. Large groups of people. in our

society place different. levels of prestige'and acceptance On different

occupations. .

The self concept of the person, including all of what he believes he is,

interacts with the occupational role the person enters. This interaction
. .

Can produce satisfaction' or maladjustment and unhappiness in the person,

depending upon how well he fits into the role.

47,
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For example, a,Casting ditector would.nevercast.a plumps, slow moving,'

slow talking woman as Joan, of Arc. 'Ah employer would not liire a mechanic,

who was all "thumbs." A worker who does not enjoy persuading people might

find :some salesmen jobs tiering.

1

Attitudes and values are shaped and reinforced by the life'style people,.

Jive. They are shaped. to reinforce and support many of the activities

and interactions people diVe-through when fulfilling a particular

occupational role. A minister in a midwestern city wouldobe supported

1

by the'value "love thy, neighbor." A combat infantryman going up

"Perk Chop Rill" in the KoreanWar would be supported by a diffetent

value.
t

Many workers in our society feel trapped or isolated in ajob or occupation

they'de not enth their quality of living is far below their potential for

self-fulfillment. Career education offers such people the chance to find

more fulfillment. in their work.

SELF ACTUALIZATION.

There is a powerful drive in most of us to fulfill our potentia4to

reach out and tread along thoie paths we dream of treading, to imagine

ourselves in a more fulfilled 'state, of being. We are driven to learn in

'greater breadth and depth about thotiee areas which interest or excite us.

This powerful motivation to fulfill our potential more and more,.called

self actualization by'some,
i&blocked-diatorted and shriveled when we

are not ableto 'meet the more basic needs all of us have. The need for

security, lOve and belonging, self esteem including confidence,

achievement, independence and competence, and self actualization. are alL

thwarted to some degree if the 'person Is not able,, to deal effectively with

the basic problems of living in, this complex society of ours.

48
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These needs are usually dependent upon earning a living

the many complex tasks that are a part of our society.

.really our survival needs. When a person is struggling

it" or is, unable to make it, it is-pretty hard to. dream

The highest priority in a philosophy of career education

student learns above all to survive, because survival is

prerequisite to reaching that state of human fulfillment

actualization."

II
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and dealing with

They are

"just to make

of an ideal.

is "the

an abiolute

called self

4,

Community colleges have the opportunity to play a vitally constructive role

in the unending, often frustrating effort our society must make to reduce.

cultural lag. Communitycolleges.also have the potential to help'students

find an-occupational role which suits them. They are on the front line.

In many cases our community colleges do prepare students to'enter a'

majority ofthe more pOpulous occupations.

The' basic question is: 7'41111 community colleges ,prepare students to

deal effectively with the present and to learn enough about the future,tq

survive and flourish in itr

The emerging discipline of the management-sciences, will be uped'by the

community colleges to increase its probability of achieving organizational

and cost effectiveness in answering this question.

49



I

Chapter II .

-^1.

36

Career educatiOn, though an integraltpart of the educational program,

possesses the/tap root of the Community colleges' contribution to

'society; namely the_giving of opportunities to our citizens' to survive,
and. flourish occupationally in tomorrow's world'as well as in today's:

Caieer education is a broad concept in the process of being developed.

It synthesizes the ideas of vocational education which-include technical

education and retaining, professional preparation, career development,

vocational guidance, the development ofthe whole per-son and other strands

of the educational, industrial and community networks of which these

concepts are a part.

At the post high school level, career education encompasses the traditional

classifications of Business Education, Trade and Industrial, Education,

Technical Education, Office tducaticin, Homemaking, Health Careers, and

Agricultural Education.'

Career education embraces the concept that each indiVidual must learn to

functiOn effectively.in seven life roles. These can be 'Seen asseven

great strands running through the schOO1 cnrriculutn. bale Parnell,

Cancellor ofthe San Diego Community Colleges, identified-them as,

experiences related to the roles of citizen, consumer,

learner, wage earner, the reviewing self, the physical and

mental self, and the-family Member. The first tour

strands'comprise the primary areas of accountability for

the'schools. The latter three are shared with the home

and other agencies and represent the secondary "areas of

accountability tot educationl°

10. Parnell, "The Images and Realities of Career. Education," 1975
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Inherent in career education is an effort to diminish the separateness

of academic and occupational education.' It also includes the idea that

every person exiting from the formal educational structure shoulld have

job employability skills of-some type.: Career education is an open entry

.System for all students.

Chancellor Dale Parnell in a recent speech expaA4ed .further the concept of

career education. He spoke of inaccurate image of career education in

the' minds of,many educators and members-of the public.

One is the "dumb-smart" image. s

Regardless of the research and despite our rhetoric about the

uniqueness of each individual, many people still advocate,

that "academic" means advanced, and-is for the "smart" students

d that career education is for the "dumb "' students.

The act is, that only a fraction of the occupations in our economy

requi a collegiate bachelor's degree for entry, yet

much of\secondary school curriculum is preparatory for college

entry.' 4b Americanhigh schools have been geared to fill

the needs o students intending to enroll in,institutions Of higher

education.

Public education will not be serving most of our students' needs

until educators and parents change unreal images in.their minds.

Carve, ,education is:for all students - slow learners and fast

learners - and inclUdes all occupations, not just some of them. A

brain surgeon has a career which requires career education; sb does

an auto meChanIc.

There Is another image dimension that 'needs changing. Willard Wurtz of

------ the National Manpower Inqiitute said recently:

,There's just one rrld and its name is:life. Until

we realiie that what we're talking\about is not just

)

51



1
Chapter II

38

a transitional policy. for kids but a continuing
,

-opportunity for exchaige all throUgh life...we're simply

perpetuating the nonsense that life is divided into'

three timeacyouth tor education, .adulthood for work,

and old Age fOrthe denial ofthe,opportUnity for

either of them.4

III

.

. .

The student should understand that the search for a satisfying career is

really ,the process of trying to introject ones concept of oneself into

his concept of an occupational role. The Interaction between these,views'

of oneself and role produce feelings of preference we, perceive as "the

degree to'which we would like.to work in that oecupattOn:"

O

The reliability of these feelings mean, "are my,Teelings of preference

really going to be the same when I get into the occupation As'they are now

as I visualize myself' in that occupation?", The reliability depends on

how realistically and detailed I view myself on the;one hand, and how

realistically and detailed I view the, occupational role on the other.

If a person holds amunrialistic view of his social skills, levels of

performance and potential to learn, and if the person has a fantasy

view of an occupational role,,he can bring them together and easily

perceive feelings of strong preference for that occupational role. °Tothe

person those feelings are Valid. He feelstthem; he knows they are there.

The ,problem is that they are not reliable.

h c

4. College Board News, 'National Forum Focuses on

EconoMic. Crisis in Education." College Entrance Examination
4

Board, New York, January 1975.
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As the person moves through occupational training and into the occupation,

helearns more about the reality of that occupation, and he may learn

more about who he really. is. Upon entry the real interaction betWeen the

person and the role begin and his feelings of preference then may change

more. They are now realistic and reliable, but he may bebored or even

-dislike the occupation for whichthe spent so much time and effort in

preparation. Remember,...when.he Selected his. training program "he had

strong feelings of preference for the Occupation, but they were unreliable.

The challenge of career education la to minimize this waste of effort which

happens to so many

education approach

the counseling and

people who go through ourschools. The career

to resolving this problem is an integration of

instructional processes. A step by stepsumaary of

this process would include ,the following:
ti

l: The person is helped.to develop 'a realistic picture of his assets,

his wcaknesses;lis potentialities for growth.

Evaluations such asvodational.interest-inventories and performance

level measures, insight from occupations/ exploration and work

experience all generate reality oriented self knowledge. The person
)

learns how. to use this information in developing career maturity.

The student is taughthoW to use career choice strategies which

emphasize alternate choices and how to cock. All of these activities

help the person develop a more realistic and reliable self concept

2. The person also develops a realistic picture of hoW Work is

arganized,into.occupations. He learns how many occupations are

used in different enterprises such as transportation, construction
.

orgovernmant. The person learns the genera/ characteridtics of

'different <maupations:*-He learns how occupatilAs relate,fo.some
0

personality, factors and to performance factors. He learns a

.comprehensive and realistic view. of what isthe world oflwork.
.

53 ,
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.3. 'The learner is shown career explOtation principles and techniques.

He learns. how to start. exploring in a partiCulSt ditection by using

his self knowledge information. He\learts how occupational

analysis techniques cant assist hiM in the development of realistic.

occupational role concepts. He learkiina process of clogyre.toward.

one or a related cluster of occupationsr. He explores' occupational ''*'

rolesthrough work experience. He learns effective job seeking

techniques, social kinds of work skills.\arid attitudes whin*

increase his desirability as an employee.

The activities. in #l.' tend to produce more realistic self concepts.

The activities in #2 and #3 helpthe,personuleapn.6w to de4dlop

realistic occupational role concepts and how to locate...,those

occupational roles-which offer4a high prediction for satisfactory

adjustment. The activity in #3 is an e;tploratOrf,process-in which

the person introjects his self concept ie hisiMaginatiOn and

thtopghtwork experience into carefully researched occupaticinalrole

concepti. But in addition, thievery act of exploring: helps ihe
.

person. increase his understanding of.hingelf.
.

The,person learns hoW to'develop an educational plan which can

take him from where he is noW to occupational entry in the occupation

of his choice. "The plan may involve retraining, technical

education, vocational education or preparation'for transfer to .a

four year college. Program planning brings an integration of the

instructional program into harmony 'with the needs of the student.'

S. Career education uses the occupaticiaal role, both preient and future

as a focal pOint for curriculum and progitim deVelopment. Such,

ti
curriculum and programs are organiied to include knowledges, work

skills, problem,sblving and analytical skills, social skills, an4
: .

attitudes which a,person may use in all of:his related lifi roles,

.but patticularly,in the role of producer on the job.

54 .
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6. The person learns career decision-making techniques and an alternate

.choice strategy so that he can bring closure and make a reaiofta e

career decision:- The decision accounts for his unique individ lity.uf
process integrates information about self knowledge, the world

of -work, career exploration and educational planning in a way that

helps the person, make an optimum and reliable Choice.
. .

7: The person is p rovided a cdllege service of job placement wherever

possible that is consistentowith the person't choice process.

.

To'euMMarize, the career educatioft approach helps the student develop a-
t'

reliable self concept and a.reliable occupational role concept. It teached

. him to explore and close toward an occupation or career cluster. It

helps'himrdevelop an instructional plan wiliCh will carry him toward his

career goal ,or along; the path of his career,choicestrategy. The student

has-confidenc'e 'fie will learn in hip occupational program the skills and

"..knOwledges-heeded on-the'job in*his community.
- .

.3

A
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A critical requirement for career education is the creation of a highly-
. ,

skilled Futures Analysisteam which can study and predict alternate

futures and the impact each one will have on community. college outcomes.

The team can assist planners in Career Education to, adjust their programs

and. services to best meet, present and future manpower needs. This

fundtion is closely 'related to the career education program development

function performed for the most part by District vocational "coordinators."

''-"`"Evaluat iqn is the final'element in'a philosophy, of career education, All

of the various pais of the philosophy from-application of the management

sciences through curriculum, instruction, guidance,. placement, survival,

and adjustment of the educational consumer in society, to futUres

'analysis will be assessed in particular ways. The evaluations will ahow

the degree of effectiveness with,Which the community college is approaching

fulfillment of its various goals and.objeCtives

Aasesamentinformationwillbe'arrangedinsucha!Way that it can be
, .

P

used as constructive remedial feedback into the college operation which'
. o

, '1

produces eiucational b poutcomes. The-goals and- objectiVes to.be rodnced
1

by ou: force translate this philosophy of career education into an

operational language.

40
\-

`This philosophy has given a general view of where the community colleges

want to go in the years, ahead, The picture of-the future.is sharpened-
,.

e when a summary of the general manpower future is added in Chapter III,

10
Further tailing of the future occurs when goals and objectives are \

included. T' art of the picture is presented in Chapter IV..
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Chapter II

0
. .

The values expresse in the philosophy will be reflected in one of the

five major goals, of sub goals, related to them, or in the objectives. In

each instance the objectives are. derived from the goals and Sub .goals.

When the goals, sub goals and objectives listed here ha* been achieved,

0

we will have arrived into the future-which is detailed in part by our

'choice.
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CHAPTER III

THE MANPOWER FUTURE.

1

Dr. qbemas L. Gillette, Chairman Department of Sociology, at San Diego

State University prepared a.Futures Manpocier Study for this Task Force.

dated May 29, 1975. It is a summary of the manpbwer future in the United

States. It has been included verbatim in Chapter III because it does

.summarize this broad subject. The chart on the nest page presents and

overview of-occupational distributions Vetween1975 and 1985.

As Gillette points -out, theAreas of greatest growth in actual jobs

will be in the' Professional and Technical-areas. Substantial growth

will also occur in the category of Managers.and Administrators, and

Clerical Workers. °

One point should not be overlooked as'the reader speculates on the

ocoupational.areas of high groWth. It sis Gillette'S statement, "Another

phenomenon is a potential supply that is, greater than potential require-

ments for college graduates beginning in the late 197O's in jobs tradition-.
1'

ally held by these workers." The implication is that the placement services

of our colleges will be pressed to do a very effective.job if some

students are to find-a ,job after completing college.

FUTURES' MANPOWER STUDY, L: -
FOR THE SAN DIEGO COMMUNITY COLLEGES

TASK FORCE II

by

THOMAS GILLETTE

SAN 'DIEGOSTATE UNIVERSITY

May 29,"1975

Most long-term trends in the employment of white-collar, blue-collar,

service, -,and farm workers are predicted to continue through 1985. However,,

58
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PRESENT AND FUTURE CHART I
THE U. S. OCCUPATIONAL DISTRIBUTION

.
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some significaht changes will occur within each of these broad occupational

41
classifications, according to the Bureau of Labor Statistics projections

of the 10.S.. economy. (3) Technological:chafiges Will continue to-account

for both upward and downward variations by, specifid occupational

groupings.. The expansion of computer technology is but one example. Also,,

differences in industrial, growth Will_boostsone occupations (within

the health field, for example) while others will experience a relative

\ degreabe in rate of growth (the educational field) and stil\Others

\
.

,
P

/

will decline (mining jobs). Another phenomenon is a potential supply

that is greater, than potential requirements for college graduates be-

41 ginning in the late 1970's in jobs'raditionally held by these workers.

'Total employment is expected to increase about one -fifth between

1975 and 1985, going from almost 86 million to over 101 million based.
t- V

7' .

.'"a

1

on a count.of employed persons..
1

(See Table I). Expected changes for

major occupational classifications are showt in Table II.

GROWTH

Professional and Technical This group will experience the'greatest growth,

from approximately 12.5 million in 1975 1o'17 million by 1985.

This is about One and one-half times the annual rate of employment

41 increase projected for all occupations combined (See Table III).

1. Statistics on employment are baied on the concept used in the Current
Population Survey in which each individual is counted once in his

major occupation.
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As Is the case with all major occupational groups, the'annUk1 rate OT

growth is expected to be slower between 1900 and 1985 (2.5%) than from

1975 to 1980 (3,3%) as the slowdown in the rate of growth of the economy

continues 'to be feli.."

Growth in demandIforgoods and services will continue to be a major

reason underlying job,growth among highly trained workers. As the popuia-
,

tion'continues to concentrate in metropolitan areas, requirements are expected

to increase for professional and technical workers in environmental
\

protection, urban renewal, and mass transportation. (ibid.).

Managers and Administrators Employment in this occupational group is

projected to reach 10.5 million in 1985, up from an estimated 8.3 Million

in 1975, representing a substantially higher average annualsrate,o&

growth than ocCured during the 1960-75 period.

. \

.Clerical Workers Employmentinrclerical jobs ,is expected to grow faster

than total' employment, rising to almost 20 million,in 1585 from over

14.5,miliion in 1975.' Among the major occupational groups, only professional

workers! jobs ar expedted to row faster.

Sales Workers EMployment is projected to rise about .8 million from

1975 to 1985, but t e rate of increase is-.lower than that expected inA,
total employment. A\ a result, their shAre'dt employment is projected

to decrease slightly ( .2%).

Craftsmen.and Kindred,Wo ke'rs

I

collar occupations ist expeo
\

ted

Employment in these highly skilled blue-

-to risefrom just hider 11.5 million in

1975 to 13.0 million in 105\a slower rate of growth thari in the preceding

decade.

Operatives More blue-collar-workers are in this group -than in any other

group. .Employment of operatives isprojected to rise from 13.7 million

in 1975 to over 15 million in 1985, a much slower rate of increase than

61.
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that fortotal employment., Consequently, the proportion of operatives

relative to total employment is expected to decrease abOdt 1% by i980.

and another .5% by 1985.

Nonfarm Laborers Employment requirements for laborers are expected

to increase slowly between 1975 and 1985.- Any increases in demand for

laborers are expected to be offset roughly by rising output4er worker

resulting from the continuing substitution of machinery for manual labor.'

Service Workers These occupations encompass a wide varietyrof jobs and

. . . I
. .. .

skills. They include'such diverse jobs as FBI agent, beauty, operator,

.

and janitor. Their-employmentis projected to rise from-11.3\Imillion

) '

in 1975 to over 13 million in 198, a somewhat slower rate.of growth than

that projectetfor total employment. Employment of private household

Workers, however, which make up a large part of this major group, is

projected to decline from 1.3 million.to1.1 million. If thes4ersons

are excluded from -tike calculations, service workers show a faster rate

of growth than total employment.

O

Concluding Note The projections are based upon the most currenttand

reliable sources identified in the Reference Bibliography. None of

these projections are able to accurately, and specifically measure the

impact of the inflation-recession process, the energy crisis, the Meaning

of Cambodia and Viet Nam, Watergate, and other idiosyncratic but

significantsocio-political and socio-economic events. They are the

best scientific guesses, however, using the'best data available.
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TABLE IV 0

THE CHANGING U.S. OCCUPATIONAL DISTRIBUTION

-Approximate.1975 work force groupings:and
Estimated,l985 work force groupings-

52

Unskilled jobs

1E2 r

5.1%

.121

4.4%

Semi-Skilled jobs 23..9% 2o.7%
Service Occupations

.Skilled Occupations 22.1% 22.o%

"Middle Manpower",
occupations

33.8% 36.1%

Professiondl' i5.1% 16.8%
Occupations

.

66.
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The present picture of Vocational Education in the -San piego

.'Community Colleges, a Philosophy of Career Education, and the future

manpower picture 'have laid the base for 'the flext chapters. Five general,
0

goal's-drawn from the Philosophy of Career Education, related subgoals and

objectives are presented in. Chapter IV. The objectives haVe been designed

as management objectives viith performance indicators and suggestions, in

some.cAPes, on. how to Come to grips With .the problem.
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CHAPTER IV
,

GOALS AND OBJECTIVES
. .

6
..

'' `..
,

The values, expressed in the philosophy in Chapter III will be reflected in one of
.

five major goals, or sub-goals related to them, 'or in the Objectives. In

. .a. 4

each instance the objectives are.derived from the goals and sub - gaols:

When the goals, sub-goals and objectives listed here been iChie;nd,

....we will havearrived into the future which is detailed in:Part. by out

choice. A dedcription ofsome general characteristics of our district-wide

organization will furtImi detail the future of our choIce.. The goals

and ohjectiveerfor educational support services to'diudents will be

treated in Chapter III. -

a

GOALS AND OBJECTIVES
.

Two of the most iihportant questions the master planners who take.over

this early phase Of the planning ppacess will ask Is, "When can we start

working on bringing these objectives into being? When can we expect these

,various objectives to be achieved?" Arouffil estimate ,on how to answer these

questions is presented for the benefit of .those who will continue the

master planning process.

It is recommended that each objeCtiv e treated in two ways. All

objectives should In analyzed in the-light Of the changes they will produce`

and the treatment needed to deal with the. changes All Objectives should,

also be analyzedas to when the Dleitrict can expect them tb be achieved.

The dhaige analysis may be executed by dentifying for each objective

four kindS of changes or treatments.

1. Procedural changes - the time period to complete these changes

tends' to be short.

2.; Research and study including resource implications'- the

time period to treat the objectives in tbis.way may be short

AO
or long.

. ;
4

"A 8

.
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Chapter IV

3. Facility and hardware - the time period Complete these

changes is long.

4. Reorganization of the organizational structure and/or manage

meet process - the time period tends to be short or medium.

During the study phase, a cost effectiveness analysis of each objective can be

made. At this time alternate Objectives with reduced resource requirements can
.

be del./eloped, if practicable. These alternates can then be comparea,tothe

original objectives and a decision to accept the most beneficial objective

made.

(I*

The second treatment, when objectives can be expected td be achieved, may

be "divided into three phaSeS.

Phase I - Complete objectives within one year
.

Phase II Complete objectives within three years

Phdse III - Complete objectives within ten years.

It is assumed all objectives will be analyzed at about the same starting

time.

.A preliminary analysis of this second treatment has been made for they
*

t011owing objectives. Each one mill be assigned a Phase I, II or III

label. Again,it:should be remembered this'treatment is a "'ft-I-Sicue:1

it is for the benefit of planners who will use this report as a_preliminary

planning instrument.
.

There are five primary goals. An original draft of these goals was Miaa

for the first task force meeting. 'They were revised May 19, 1975.

The objectives will be liSted under the-major goals to which they are

related.

. 69
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Chapter IV

THE PRIMARY GOALS OF THE TASK FORCE

(

I. The San Diego CotmUnity College will develop an organizational

system which maximizes the delivery of occupational education

services to meet'the nedds,of the community within the limitation

of available resourceat

II. the San Diego Community Colleges, in harmony with other county

educatibrial institutions, will seek out the most effective way

consistent with the,needs .of the community, to provide career

education services to the community. The major needs of toddy's

community are qualified manpower aad economic self aufficie cy

on the part of its members.

III. The organizational system of the San Diego Community Colle es will

operate in ways which maximize occupational education pid am and

cost effectiveness.
4

IV. The San Diego Community College:District will proyide ed cational

support services for students and prospective students n ways

which will help them make appropriate educational and t training

choices in order to meet their own particular needs.,

V. The San Diego Community Collegeawill,deVelop and use a,Futuristics

team to study, piedict, and distribute information ab ut alternate

futures, and to act as,a service agent to organilati nal elements ,-

in the Distridt.

A*
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Chapter IV

GOAL I

'.THE ORGANIZATION OF CAREER EDUCATION

57;

A philosophy so fundamental and all encompassing as Career Education

requires consideration froM an organizational point of view. The fundamental

question is, "How can the building blocks of organizational structure be

joined-in a way which optimizes the outcomes of career education?"

If career education prepares people on the one hand to enter semi-skilled

and skilled'occupatiOns, and on the other to enter highly, complex professions

such as brain surgeon or civil engineer, it implies a unity of educational

services. This unity can be expressed in the community colleges. by applying

a,philosophy of career education to the Arts and Science instruct/oriel area

'and counseling area as dell as the VocationaLEducation area.

community advisory committees, career-guidance, and preparing students, to

enter successfully occupational roles applies as much to Arts and Science

majors as to Vocational' ducation majors. Career guidance should become

the.fundamental mission of the counseling organizations. In one case-the.

student leaves college and enters an occupation straight from:1our community

colleges. the other, there is an intervening period of time. for further

preparaeion,uguallyilat the-four year college or professional enhool, or both

'before job entry..

If we need a unity of educational service, th-emost effective way to produce

*that service is to design an otganiiational structure which maximizes

the opportunities to unify.

There are two key management positions. which4have the potential to maximize

the quality of career education services. ,Wthe'DiStricto fevel, the positiqn

is the Assistant Chancellor for Instructional and Student Service.' 'At

the campus-it is the Vice President of the college. .

-The Assistant Chancellor can coordinate at the District leVel to unify

Manpower and Vocational Education Services, Student Services, and other
I

instructional services'including Arts and ScieRees. He can adMinistrate

so that afA three,divisions of District service are goingoin the same airectiOc,

working to achi integrated management objectives.
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Chapter IV

At the college. level, it is the position of Vice President which can be

assigned 'the integrative powers to insure that the areas of Vocational

Education, Arts and Sciences or Instruction, and Student Services, particularly

counseling, Are all going in the same direction. He is the only person

under the present functional organization who can be assigned the time and

the authority to achieve the integrated management objectives of career

education. Onsmall campuses, the Director or President would assume

this role. On a large campus he does not have adequate time to devoteto

this activity.

At the DiStrict leyel, increased resources would be needed to support expanded

career center and student service on campus before or about the time of

registration. Expanded' support would also be required of FuturistiCi

setvicesi_grants antfunding services, and learning center services. At

the campus level, the Deans of Vocational Education, Student Services, and

.Arts and Sciences or Instruction would come under the administrative

direction of the Vice President.

s'
The Vice President ow campus would also be the logical manager to produce

a high quality of curriculum development'and instruction. The Assistant

Chancellor would b_ responsible for unifying these activities between campuses..

The Sam Diego City Schools are well into the implemehtation of their Career '

Education effort: It is in part a curriculum development effort. Appendix

D describes their philosophy of Career,Education and A proposed functional

organizational chart.

The following nanagement objectives attempt to translateommy of the needs

of the'Districnto an operational structdre. with which the colleges and

District staff Can come to grips.

O 72
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Chapter IV

GOAL

The San Diego Community ,Colleges will develop an organizational system

which maximizes the'delivery of occupationareducation services to meet

the needs of the community within the 1- imitations of available

resources. .

1. OBJECTIVE

Ettablish an organization' which produces a delivery syttem of

.
college services to the student when the perton needs a

particular service.

PERFORMANCE INDICATOR - A planning group. will deterdne the various

organizational 'outputs different pattS of the delivery sySteM

organization produce. Thesewill be-the' criteria of performance.

The degree of Variance between these criteria and the actual outputs

Of the units will be the performance indicatara.

SUGGESTIONS

There are at least three major purposes_of the organization.

a. It must be cost effective and program'effective..

b. The organization will "pick up" the community member when he

becomes interested in admissions and support him through

the registration and educational process to job pladement

after program completion;

c. The,organiiation-Will.prepate those students so committed for

a smoothly planned transfer to a four year college.

d. A major characteristic of the organization is that it will

integrate into unified operating outputs or results information

and services which have "homes" or proprietary activities

in the areas of instruction and student services.

- 73
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(Both of these activity areas come within P. F. Drucker's

contribution analysis category Of result producing activities.

page 532.)

OBJECTIVE TREATMENT_ - PHASE II

2. OBJECTIVE

Determine the "Key Activities" in'ther4yocational education area and

in.the educational support area. (Definition of 'Rey activities: the load

bearing parts of the organizational structure. P. P. Drucker;

page 530.)

PERFORMANCE INDICATOR - A management analysis group will

determine the Key Activities. Campds and center administrators

and management consultants will verify the validity of the Key

Activities.

OBJECTIVE: TREATMENT-- PHASg_i

3. OBJECTIVE

Conduct an analysis of symptoms of malorganization in the vocational

education and student services area on a recurring, basis. (P.F.-

Drucker, page 546)

PERFORMANCE INDICATOR

A management analysis group will determine

organization through analysis. Campus and

and management consultahtswill verify the

'OBJECTIVE TREATkENT.-THASE I

.4. 'OBJECTIVE.

the symptoms of mal-

center administrators

Validity_of the symptoms.

4

.Develop the requirements for, and the implementation strategy of

a Innovations management effort. (P.T.Drucker, Page 786).
0
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PERFORMANCE INDICATOR - AManageMent analysis group will.deterMine

the requirements and strategy of=amanagement innovations effort.

Campus and centeV administrators and managemat

,

consultants will

verify

/gh

evalidity of the-requirements and implementation criteria.

OBJECTIVE TREATMENT - :PHASE. I

5. OBJECTIVE

Develop criteria for the-site selection of occupational education-

programs.
0

PERFORMANCE INDICATORS - A management analysis team-will determine

the criteria. District, campuj, and center administkators and

'management consultants will verify the'validity of the criteria

fdr site selection.

SUGGESTIONS

a. Develop career-clusters for occupational programs as a planning

tool for site selection.

b.' Identify levels of instructional corapldkity.

c. Allocate programs to.sites on the basis of Instructional

complexity.

1. Programs with the highest level of instructional

complexity will be located on the college campuses.

These programs will require greater quantitative and

verbal academic skills, More theory courses.will be

taught.'

2. PrOgrams with hands on skills and moderate instructional

complexity may be. taught in the Skill Center, ECC, and

Adult Centera. Modest quantitative and'verbal skills are

required of students if they-are to be successful. The ECC

may prepare-students in the first, yeat of their college

prograta.
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62.

3. Job upgrading programs will be located in the community.

0The level of complexity will vary with the skills and

, knowledgesbeing taught.

4: Retraining programs tend to require moderate academic;

skills and will be located in the Skill Centers, Adult

Centers andPE.C.C.

This objective will be treated in full.detaiilater in the

ieport.

OBJECTIVE TREATMENT - PHASE

- OBJECTIVE

Develop a unitary instructional - curriculum development organizational

structure.

PERFORMANCE INDICATOR - A management analysis group will determine

the organizational structure. DiStridt, campus,, and center

administrators, includihg all chief site administrators and faculty

will validate the organizational structure.

',OBJECTIVE TREATMENT* PHASE I

7. OBJECTIVE

Develop a futuristics organization with elements at both district

and site leVels.

PERFORMANCE' INDICATOR - A management analysis group will determine

the organizational structure in cooperation with faculty and

administrators. District, campus, and center administrators, and

faCulty will validate the organizational structure.-

OBJECTIVE TREATMENT - PHASE II

-8. OBJECTIVE

House student support services in facility layouts and locations

that are compatible with District philosophy and resources. 4



Chapter. IV
NO

PERFORNANCE_INDICATOR - Facility plans will be validated by site

administrators, faculty, clasSified, and students, and by

consultants.

OBJECTIVE TREATMENT - PHASE II

0

*o.
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fl

COMMUNICATIONS.

It is necessary to establish an effective communication system, both

internal and external, supported by adequate resource allocation.

9. OBJECTIVE'

Develop,a management communications system which signals managers

At all levels from whfamthey receive and to WhoM they-send.

PERFORMANCE_ INDICATOR - Aianagemeht_communications analysis group

will design a communications system. District, campus, and center

administrators, faculty, 'classified, students and consultants will

validate the system.,

SUGGESTION _ -

a. The communications system will use flow chart schematics to

build communication networks for each administrative position.°

b. The system will include a feedback indicator` so that each_

administrator knows how effectively he is communicating.

OBJECTIVE TREATMENT PHASE II

10. ''OBJECTIVE

Establish a continuing staff and public- understanding program:

on "what really is career education."

PERFORMANCE INDICATOR --A'District Planning Group including the

Communications Services will deyelop a plan to achieve this objective.

The plan will be validated by the Chancellor and his delegates.

(recommend students, faculty, Administrators - .instructional and

student services, and members ofcommunity)

The comparison between the actual results of the program and the

.plan will signal, the degree of performance.

78.
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SUGGESTION
4:4

a. Allocate adequate budget for an effective publicity program.
.

b. Publicity will be given to the occupational programs, on college

campuses, adult centers, high schOonls; and in. the community.

publicity for programs will include job placement probability and

the qualifications for entry into the program.

_65

'OBJECTIVE TREATMENT. 7.! PHASE 7:

ARTICULATION

-11. OBJECTIVE

Maintain a close, continuous working relationship between the

community and both student and instructional services to promote

prompt recognition and respohse to changing occupational

education needs.

0

PERFORMANCE INDICATOR A manageMeni analysis 'team in coopertiOn
.

with student services and Instructional administrators will develop

a Community articulation plan. for the changing occupational education

needs. The plan will list required results and outcomes of this

articulation effort by Distrilct units. The plan will be validated

by the Chancellor and his delegates.. The degree to which the

respective units, achieve results will be the peiformadce:indicator.

.SUGGESTIONS

a. Maintain continuing cohtact with state,and area planning

organizations.

1. Employment Development Department

2. All mafor buiinesses and industries.

3. Industrial Council

dJECTIVE TREATMENT = PHASE. I.,

7' 3
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12; OBJECTIVE

, Involve counselors, career center staff and students in career

guidance and articulation tasks in local high schools and community

40 outreach efforts.

0

o

PERFORMANCE INDICATOR - A student services planning teaminlolving

."site and District administrators, counselors, and students will

develop a plan for this kind,of_articulatiOn with criteria for

achieving the objective. The' degree to which tho involved faculty'

and staff meet the criteria is an indication of theirs performance.

OBSECTIVE TREATMENT -.PHASE I

13. OBJECTIVE

DeVelop and implement.an outreach plan which will .encourage.

minority, disabled, rehabilitation glidntS, and economically kr

disadvantaged students to enroll in occupational,iducation programs.
A

PERFORMANCE INDICATOR - A vocational education - student services
.

plannin team will develop a plan and implementing strategy for

this kind ofarticulatiOn. The Chancellor and his Oelegates

will validate-the ,p1ml._ .

') .OBJECTIVE TREATMENT PHASE II

1

4

.
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4I PERSONNEL

SUB- GOAL

a

e

4.

I

67

Personnel who ,staff the Career Education effort shall be selected and trained

through staff development tb provide the highest Level,.of competencies

required to meet the objeCtives of their respective organizationalfistructures .

A Systemeof accountability built around realistic performance standards
.

and evaluation criteria-will be effectiVely adMinistered.

14. OJECTIVE ....

1

SelecSelect
highly qualified job and industry expeiienced people fort

occupational instruction 'positions.
-

.

PERFOtIANCEANDICATOR Perscipnel search and selection criteria

will be prepafed by a personnel-vocatione education planninggroup..

There are two performance indicators related tothese criteria:
.

.a. ...The actual selection of personnel matches-to the maximum.degree ,

-possible the selection criteria.

b. The personnel selected perform as expected.

SUGGESTIONSt

a. The grea st selectionlweight will be given for, qualification in

thd subje t matter and teaching proficiency!
.

, b. Capaidates for occupational programs from the local community
.

-.will,be *yen right additional'weight because they'knoW the .

4-
area.

OBJECTVE INDICATOR: PHASE II

%
4 , 1

15. OBJECTIVE

1
.....

-=-- Select highly qualified instructors, curriculum Consultants, and
--4-, t .

.
.

industti-Wr -business resource people for .curriculum development.

PERFORMANCE INDICATORS - a. the 'degree to which the actual*selection

or personnel matches to the maximum degree possible the selection

criteria. b. .thg degree to which the personnel selected perform as

11 NL expected.
-81
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'

OBJECTIVE INDICATOR:

16. OBJECTIVE . 0

Select supervisory and administrative personnel for occupational

,
.

educ.ation on the babis of criteria. which include expertise in the

specialty field and expertise in management.

PERFORMANCE INDICATOR - Personnel. search and selection criteria will be

prepared by top management. The performance indicators are:

a. The degree to which. the actual sele tion of personnel matches

to thenaximum the selection'crir a. .

b. The degreAto 'which the personnel selected perform as expected.

' SUGGESTIONS

Minimize the element of "convenience".in assignmellt.Of administrative

personnel. Maximize the element of qualifications and growth

potential for ,the position and .higher poSitiona. Promote from within
.

if practicable.

OBJECTIVE TREATMENT PHASE I

17. OBJECTIVE

Representatives from the community who are occupational specialists

'shall be selected to serve on the personnel'selection committees

of faculty being selected in the same specialty:

PERFORMANCE INDICATOR - Develop selection criteria for occupational

speCialists to serve on personnel committees. The perfotmance
.

indicatorsare:

a. the degree to which the actual selection of personnel matches

to the maximum the selection criteria.

b.. the degree to which the persOnnel selected perform as expected.

OBJECTIVE TREATMENT PHASE II
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18v 4OBJECTIVE,

All faculty and student services staff positions, will be nationally 1

69

solicited.

/

PERYORMANGPIN ICATOR - Develop criteria for,achievemeht of a national

feaich plan. /he extent,,,to which the personnel staff follows this, 1

. search .plan ill be. the performance indidator.,

OBJECTIVE REATMENT PHASE i

rF

19. OBUECTI

0

Positi descriptions will describe the objective -to be achieved

in that position and performance indicators related to each objective.

The jectves' will be-reviewea and updated regularly.

PE ORMANCE INDICAT R--.Develop criteria for an effed,tive position

d Seription. Develop a review time schedule. The degrvO which

- e posit4n descriptions meet their criteria, and the timeliness

ith which-staffreview,arid_update their_position descriptions coMpared

i to the time schedule are the performance indicators.

-

."'""'

i .%

OBJECTIVE TREATMENT PHA II ,

J 9
J l j

e
.

20. 1 OBJECTIVE '.'
I- .

Seledt highly qualified staff for the various student services

positions. (Career center covdinators, counselors, Deans, of Students,'

registration managers, work experience Coordinators and placement
. .

,officers), ' *

,4 ', ,*

83.

SUGGESTION.
.

, . .

a. A cominunicationetwork will be a part-Of each position description

showing wEAt_infOrmation, from whom and to whom. 4
1

b. Corrective feedbadk from the periodic reviews of position descriptions

'will go into the managetent information system.

L
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PERFORMANCE INDICATOR - Student Services admini trators and siaff-

will,develop selectiod criteria for the Various ilositiods in this

area. There are.two pe TOrtance indicators:

z. The actual selection o personnel matches tojthe maximum degree

possAble the selection criteria.
,

b. The personnel selected perform as eXiiecied.

SUGGESTIONS

a- The greatest weight will be,assigned'to qua ifications in the

specialty and.potential,groWth in'the post ion.

tHeavy weight will be assigned to the poten iaf development

of the individual in the career ladder. /

lc. Candidates will give evidence of seeking formal training for

changing,, toles.

C)13,iECTIVE_TREATMENT PHASE_ I
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STAFF DEVELOPMENT'

SUB=GOAL-
,

Staf development will

their effectiveness in

greater responsibility

21. OBJECTIVES .

Occupational program faculty will obtain appropriate work

. experience at regular intervals in order to, maintain technical

proficiency in their instructional area.

I

PERFORMANCE INDICATOR - A vocational education planning committee with

technical specialty community representation will determine the time

sequence between work periods for faculty and-the nature of that work

experience.

tt

6. 71

-

give faculty and staff the opportUniiies-to increase

their own positions and to prepare themselves for

along their particular career ladder.

a

.
The performance indicator will. be the degree_ to which facility can

conform to this set of staff development criteria.

A

SUGGESTION

Instructors will, be assigned `'work period of'dbout 90 days.

Instructors will receive their regular pay when on a work experience .

assignment.

OBJECTIVE TREATMENT-7 PHASE II

224 OBUECTIVE

,Provide funds for faculty travel to attend seminars and conferences.

PERFORMANCE INDICATOR - to be developed by a planning group comprised of

the senior instructional administrator on campus and, at the District.

OVECTIVE TREATMENT - PHASE I
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23. OBJECTIVE

Conduct seminars which teach faculty to use the most effective instructional

principles, technologies, arid curriculum design prindiples.

PERFORMANCE INDICATOR - Performarice criteria will be developedfor each

seminar which require faculty to use effectively the principles they

learn.41The length and scope,of the seminars Will be adjusted to the

effort required to-teeth terminal performance

Tbe,performance indicator .s the degree to which each faculty trainee

is4ble to approach the level of performance required in the seminar

outcomes.

.

OBJECTIVE TREATMENT - PHASE I

24. OBJECTIVE'

Conduct qeminers which teach student services counselors and staff

the most effective principle's, techniqUes and operations related tO.

theirrespective specialties.

PERFORMANCE INDICATQL the-performance indicator is thedegree

to which each faculty trainee is able to approach the level of perforMance

required in the seminar outcomes..

SUGGESTIQN
f4

Seminars for counselors will include:

. a. Career guidance practices.

b. Test theory, administratidn, and interpretation.

-c. Occupational information.

d. Carcar choice theory,

e. Career deVelopment tHeory.

tr

OBJECTIVE TREATMENT -THASE.I

80
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OijECTIVE

4 t

Develop and implement a plan to help occupational instrugtors upgrade
.

themselves in their academie education when needed.
0

PERFORMANCE,INDICATOR - The degree to which actual practice/wili

approximate the procedures developed in the plan.

dy !

OBJECTIVE TREATMENT.- PHA$E I

26. OBJECTIVE .

Promote employees from within-he,San Diego Community College District

wheneVer practicable?

1
:

x

PERFORMANCE INDICATOR, - Top management will develop a plan- for

promotion from within. 'The performance indicator is the degree to
.

j which theopromotion pattern within the district conforms to the

promotion plan'.

_OBJECTIVE -

27. Produce. greater social integration in'the district by reducing the

social and value distance between district personnel; faculty, and
, 4

A
classified staff. Help all district persohnel,Understand the viewpoint

:==

of other grogps as a way to assist productive change. ' 4

'PERFORMANCE INDICATOR - Top managehent will.create a tas k force to .

develop a plan with,objectives to be achieved. The degree to' which,
_- .4

the ob jecti-Tes in the plan e achieved once the procesa o; reducing

distande ins in-operation will be an indicator of perforMance.
.

1 .

.

.
,

OBJECTIVE TREATMENT.- P1ASE II. -4'

A

A

.
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Evaluation

which most

Faculty' do

rarely use

. them.

4 74

P

AN ORGANIZATION FOR EVALUATION SERVICES

*-

0

,when viewed in an operational context, is one of those.activities
o

administrators endorse heartily, then never get around 'to doihg.

evaluate, but usually on a very shallow basis. .Counselota

correctly, if at all, the evaluation instruments available to

Critics of education in the communityWwithin the family of, education
. .

rail 4,..educators about weakness in this atea. it has made gdod

the-press, in educational journals and in graduate schbols of ,education.

But everybody ignores the main reason for this weakness. It shouldbe very

apparent. In the, priority of tasks with which administrators, teaCherS,

ankcauhselor struggle each working day', evaluation is-So f.A down the

list that it rarely gets'picked up, and if it doeS4iot enough time is

allOcated usually to do the job properly.

(% What people must realize is that good evaluation takes careful planning,

pUrposeful preparation anexecution which all take considerable time

and'carefuloftentime consuming interpretation of results.

ThiA is,vhere an evaluation service organization "comes in." It.Shbuld

be a comprehensively organized service with its "head" in the district '

sttucture and its arms into every campus and major district unit.

The p urpse of the evaluation service isto help users solve in effective
.4

. ways their evaluation needs. ( Rather than expecting a busy teacher, administrator,

or counselor to work out a complex evaluation problem, the line staff

should ask the specialist for assistance. The evaluation. service should

include following functions:

1. Develop evaluation designs for line staff.

2. Teach line' staff how to evaluate more effectively ihcludihg the
1 .

-interpre,tationAf-data. , .

. i
f

3. Provide -the latest information in the area ol*valuatidn to staff,

4. 'Give line staff logistics sAppott in condufting evaluations to the.
4,

.

optimum extent which is basically a cost effectiveness question.
,

5. Develop and
5

maintain.a communications network which transmits And 'receives
.

.

.....1
messages related to evaluation between all deSignated stations.

. 88
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One major function of the network is to help mariagers\make decisions

by insuring they receive adequate evaluation infotmatiU

The "head" of the evaluation service should be located in the Planning and

Evaluation Division of the District office. The "head" can spec alize

in developing and maintaining a high quality of service.

The "legs" of ,the organization should specialize in serving customers.
t

specialist/s should be located on each campus who` can assist and perform

services for the many_ line staff who need it: 'The campus evaluation

personnel should be assigned to the support Staff of the Vice President.

This is essential so thatrthe may serve any area without prOprietary

interference from the area in whichthey are housed. likese specialiStS

should also become proficient in evaluating program and cost effectiveness.

The campus evaluation staff will take their operating instructions from,-
4: n

the Vice President, though-they wallbave a profet.sional responsibility

to cc,operateclosely with the District Evaluation group.and'follow District

4

Evaluation policy; The quality of the service will be ethphaSized in

DiStrict policy..

.*\

Any dixect tchnical: inst-ructions and -requirements for evaluation will be

transmitted by Disti-ict*Policy or by instructions fmm the Chancellor to

the Presic_nt of the campus. An additional resource allocAion is required

to aperate,this orgenization.Resources may be reallocated ftom reducing

instructidnalecosts while imptoYing progtam effectiveness.

4
lu

The following objectives give direction and a body of work to an

evaluation organization;

. 89
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EVALUATION

SUB = GOAL

- Support the various organizational units of the District to evaluate themselves.

Evaluation information will-show the degree of effectiveness with which the

District is alysiaaching'fillfillment of its various goals and objectives. This
*

information will be arranged in such a way that it can be used as constructive

remedial feedback into the various operations which together produce

educational outcomes.

28. . OBJECTIVE

Develop an Evaluation Services organization.

PERFORMANCE INDICATOR - The top administrators and their delegates will

develop an organizational structure and implementation strategy for

evaluation services. Performance indicators need to.be developed for

the objectives established for the Evaluation Services Organizations,

SUGGESTIONS

\ .Design evaluation strategies andoinstruMents for each organizational

. .\ function in the college and ii\the.district in cooperation with the

respective faculty and managers. The design will include: who will

\ evaidate, how will the evaluation be conducted, what will the

,\\ evaluation output consist of, how will the output be'used7 Limitations

of the evaluation information will be stated.

OBJECTIVE TREATMENT - PHASE II
X

o

29. Develop and implement a plan for evaluating the effectiveness clf,

instruction.

PERFORMANCE INDICATOR - Compare the actual results of evaluation of

instruction with the evaluation criteria in.the plan.

99
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AC

SUGGEgTIONS

Instruction may be evaluated by:

a. Evaluation reports from advisory committees.

b. Reports from employers.

c. ,Self reports from former students on the job.

d. Performance and'achievement tests at time student completes

hiS curriculum and leaves college.

'Job analysis by District specialist of student's job performance

after ne graduates and is placed on a job at intervals of 6 months,

2 tears, 5 years after program completion.

f. Computer mailers.

g. State and national standardized performance examinations.

h. Evaluation of programs and courses againSt state and national profiles.

9

30. OBJECTIVE

Develo? and implement a plan for evaluating the effectiveness of

management.

a

PERFORMANCE INDICATOR - Compare the actual results of evaluation of

management with the evaldation criteria in the plan.

OBJECTIVE TREATMENT PHASE II

31. The evaluation organization will assist and verify the position of

organizational units in approaching their respective gbals and

objectives.

PERFORMANCE INDICATOR - Develop a plan for assisting organization units.

Compare the assisting work'done by the evaluation staff with the

criteria established in tge plan.
0

a

OBJECTIVE TREATMENT - PHASE II

tl
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32, Design and conduct needs assessment for various elements and for

various putpoSes within the district.

PERFORMANCE INDICATOR - Compare the actual needS assessment results

with the criteria established for effective needs assessment.

OBJECTIVE TREATMENT - PHASE I (IN.PROGRESS)

33.. OBJECTIVE

EicpeAs or consultants should be.hyought in periodically to help

in evaluation and constructive feedback strategies.

0

FERFORMANCE_INDICATOR - The degree*to which the consultant can imi4Ove

the evaluation process or validate its high level of effectiveness.

OBJECTIVE TREATMENT ." PHASE I

tx

34. OBJECTIVE

Develop and implement an inforMation distribution plSii and/or communication

4.

network for each element of evaluation.

PERFORMANCE_ INDICATOR - Compare the actual evaluation information

distribution with criteria developed by the plan for communication.

OBJECTIVE TREATMENT - _PHASE II

35. OBJECTIVE

Evaluate the effectiveness of advisory committees.

PERFORMANCE INDICATOR - Compare. the actual work of evaluating advisory

committees for effectiveness with the criteria developed for evaluatingP
them:' The indicator. is the degree of congruence.

OBJECTIVE TREATMENT_- PHASE I

0
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GOAL II

INSTRUCTION

1.

COAL ;= The San Diego Community Colleges, in harMony with other
/
county

/ .

educational institutions, will seek out the most effective ways consistent

with the needs of the community, to provide _career education-services to

the community.. The major needs of todays community are qualified

manpower and economic self sufficiency on the part of its members.

SUB-GOAL - The community colleges will teach individuals the skills'

and knowledges essential to self fulfillment and survival in our complex

__Society. Career education is for those people who wish to upgrade

'themselves in an occupation, prepare to enter anew technical, trade,
A

-ae.ryice or buSiness occupation or transfer to a more advanced career

program.

A

4

OBJECTIVES

A

1. OBJECTIVE .1" 1

Prepare every student who completes.an occupational program with

the qualifications needed to enter a job and'perforiiithe job .

requirements in bhe specialty

'PERFORMANCE INDICATOR - Obtain feedback from former students and

their employers that the former students have met the objective
e t

in 90 percent of, the. cases.

OBJECTIVE TREATMENT - PHASE_ _II

Offer occupational courses in an environment as close to the actual

work situation as possible geographically,environmentallyt"and in

terms of equipment...

. .
:

..: .

PERFORMANCE INDICATOR - To be developed,by vocational educationll........4...
7':..... :

specialists: .

'3#

.

.
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'SUGGESTION ,

/

;
Some occupavional'programs may be offered at the work site of

,

industries in cooperation with, prospective employers of thg

occupational. group.

OBJECTIVE TREATMENT PHASE II

'3. OBJECTIVE
: A.

Conduct job analysis of jobs for.which the San.Diego Community

Colleges is preparing students, Use .the job analysis. find gs in

occupational, curriculums to insure that students ate qua fiedfor

°job entry when they complete their edUcationprograms.

1 -

PERFORMANCE INDICATOR - To to dievelOped'by job analysis specialist's,

vocational education curriculum wri,tirs and instructional administrai-,'

toxs.
,

SUGGESTION

Develop job analysis informatiokthat can be used to:

. a. Teach work 'knowledge§ A

h. , Teach work skills

c. Teach problem solving and anay tical skills

d. Teach social skills and attitudes related to,job,retention

e. ,Constructand teach a realistic occuutional role, concept of

the typical rker in the specialty.

011-ECTIVE TREATMENT - PHASE II

4. OBJECTIVE.

Translate the findings of the job analysis .effort in objective

three into a realistic occupational role concept of the typical

worker ig the specialty. t.

PERFORMANCE INDICATOR - To be developed by job.analysis specialistd..
.

94
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SUGGESTI6N.

Use the ocCuplatiOnal role concept ln two ways:

a. Teach students,as paft of an occupational curriculum tim role

- concept'.
I

41). Use,. the varipus .Occupational

as an exploration repource.'..

role concepts in career comiseZing

Preparean occupational role concept description

. cupational progtam,4

OBJECTIVE TREATMENT - PHASE_ II

OBJECTIVE -4

for each oc-D

1

Identify through job analysis those skills,- knOwledges, ate tudes
\

die

mid social skulls which identify high quality performance in the

various occupations and teach,theth to all students in the respective

ytogtams: L.

s-

PERFORMANCE INI:IICATOR - Obtain feedback from, former students and their

employets that students have been taught these eritical eleMents and

can practice thlem within'the.ifillits of their ability. Employers and

1,-"lastructional spedialistsiwell establiSh the specific standards of
',

. .

performance.

SUGGESTION
4

Develop curric

elements.

.OBJEtTf

um performance objectives fot these critical

.
TREA 'TENT - ,PHASE II

.6., OBJECTIVE

'Cross train MA e and female

dlarly, job deM nds requited

job roles to'meetdob demands,,partic-'

by legislative diitection.
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82,

Performance Indicator -,The job supply of "other sex" workers comes

into balance with the job demand for "other sex" workers in the
. .

-various jobs. Vocational education specialists will determine
/ .

the specific criteria fOr achieving satisfaCtory performance.

'SUGGES `ION:' ,- The identificati'n

carefully. detailed..
. -

OBJECTIVE' TREATMgNT7:- PHLIE I

"other sex "' job demands will

7. . :OBJECTIVE
.

.

,!.

Teecil problem so ving skills in each occupational cUrrical
/

um whch
. ,

.
.

are Used in the ccupation itself.

PERFORMANCE INDICATOR - The. students will perform the qoblem solving'

skills required for (heir respective, occupation before graduation.

Vocatiorialedocation spialistS..will.determine.the spe'cific'
e *,

criteria fol. achieving satisfactory pgrformance. .

-OBJECTIVE*TRtATMENT.7 PHASE II .

8. OBJECTIVE
*

Use instructional principles and technolcigy methods whichr

maximize student.learning in the classroom whenever such

.practices are program Atisl cost effective.

PERFORMANCE INDICATOR - The principles and methods used by

teachers for instruction will be compared with the accepted

principles and methods. Instructional specialists and faculty

will determine the specific'criteria for achieving Satisfactory.

performance.

0

OBJECTIVE TREATMENT '7...PHASE II
0

or.

*,(

911
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9. OBJECTIVE

Develop subject tatter for occupational programs which will be Used

to teach the student how to build a realistic self concept re-
1,

lated to his anticipated world of work.

PERFORMANCE-INDICATOR - The students will perform in ways, that show

each one is realistically oriented in terns of his/her self concept

to his/her anticipated-world. of work: Educational'psychologists,

faculty and administrators will determine the specific performance

criteria that show satisfactory performance.

SUGGESTION

Coordinate the career center and placement resources with the

instructional program to help the student develop a realistic self

concept, related to' hid' anticipated,world of work.

OBJECTIVE TREATMENT -__PHASE II

.10.' OBJECTIVE

Develop and implement core courses with subject matter content which

cover the widest areas of occupational role elements.

PERFORMANCE INDICATOR. - The establishment of core courses will

indicate achievement of the objective. Vocational education

specialists will determine the criteria for the optimum widest job.

,elements in the curriculum.

OBJECTIVE_ TREATMENT - PHASE II

11. OBJECTIVE

Include in the maximum number of programs the following characteristics:

a. Lateral movement froM one occupational' or transfer program

to another with a minimum loss of time for the student.

b., Be 90 percent successful in their acadeMic performance in

occupational courses.

.
'

L .
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4 .4

'

0

.

c. Be able to earn certlfiCates or degrees or follow valid

transfer plans to other college programs.

d., Enter,dr exit at times'aThd,in ways which meet students'

individual needs.

PERFORMANCE' INDICATOR - Show evidence fh&t'these characteristics.haye

"wen incorporated into spedific programs determined-by vocational

education specialists and administtators as the criterion.

'OBJECTIVE TREATMENT - PHASE II

OBJECTIVE

Maintain the occupational piograms in balance with the manpower

needS of the community.

PERFORMANCE INDICATOR,- Vocational education adminisftators will

establish the criteria of proper balance which can then be compared.

with the job supply and demand characteristics of the respective

occupatibnal programs.

SUGGESTION

a. The vocational education administrators will, itari-or eXpand-

courses with high manpower needS on the one hand and,curtsil.

or cancel courses, with low job demands. and 6or placement

prospects on.the other.

b. The vocational education administrators w 1 use the resources

of the District Advisory ComiitteeS, Day and Evening C611gge ,

/'
faculty, Adult' Education anter administr,ators.and faculty, the

. 1 .

Educational Cultural Complex administrat rs and faculty,

TSkills Center administrators and facultY, the proposed Futures

Team, and District administrators to wok out strategies for

expanding and closing programs or

9 8,

Nfe,44..
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13. OBJECTIVE-

Ilse standard and comprehensive criteria for selecting modifying,

-implementing, and closing occuOational,prograts.

0

85

PERFORMANCE INDICATOR - District vocational education adgnistrators

will develop the criteria .for selecting, modifying, implementing,

and closing occupational programs.

The performance indicator is the degree of variance between the

standard criteriaand the actual criteria thetspeaSible admin-

istrator uses in selecting, modifying, implementing, or closing the

programs.

SUGGESTION

The following are suggested crAeria:

. a. PrOgram Change will be baSed in part on .cost effectiveness

analysis.
1

\

.

b. The need assessment for occupational programs will include the

I r
foll(Wing determinants.

ay .Demand by prospective students for a P4rtdcularrcourse

4
program.

\ i I
. e

or, %

c'.

-(2) Demand y-the- employing---Community--aS

technologies and needs.

The analysis of the District to start new. programs' will include:

(1) An assessment of the,Districes capability to conduct

such a prograM.

(a) The physical specifications of the facilities

required

(b) The location'of the facilitieS in relation to

employer and student need.

(c) The availability of instructional resources.

(2) The District's success in curriculum development in

cooperation with employee and employer repretentatives

in,the'occupational area.

9)
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.11

(3) The acceptability to the District of the resources.

(budget) demands for the program. .

86

(4) The establiShment of a high enough priority for the program

i'So that it can. qualify for funding and implementation.

(5) A heavy weight assignedtb the maXimutTfiumber of job

opportunities for program.graduates.

(6) A heavy Weight assigned to low and moderate budget

requirements for programs.

d. Negative criteria for the disestablishment of programs will

include:

--(1) Programs with poor job,O0portItnities f6r graduates

(2) Expensive programs that,draih,funds away from and reduce

develoPtent of other programs.

OBJECTIVE,TREATHENT -. PHASE I

14. OBJECTIVE

Use methods that will

to respond rapidly to

programs. .

enable vocatibu..1 educatio# administrators

community needs, in'starting occupational

PERFORMANCE INDICATOR = Compare the time it takes to start oc-

cUpational programs after need' assessment with -'the -time criteria

established by vocational education administrators ,and their

resource spedialistS.

OBJECTIVE TREATMENT - PHASE I

15. OBJECTIVE:

Schedule adequate, planning time for each new course before it is

implemented.

PERFORMANCE INDICATOR -.Compare actual planning time.to implement 4
course with scheduled plaiTingtime. The deterMined variance

-between actual and schedulejl planning time will become the criteria

for achieving the objectiye.

\ 1O0
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*or

Vocational administrators And their resource gioups will

'determine the criteria (degree) whicli, is the spread between

Scheduled and actual planning time.
f ' n

OBJECTIVE TREATMENT - t I ,

16. 'OBJECTIVE

Develop and implement open entry-mpen exit. procedures for

, some courses in ways that meet student and employer needs.,

'

PERFORMANCE INDICATOR - Criteria which will determine the character-

istics of open' entry-open exit courses will be established by student

personnel-and instructional administrators. Wen courses organized

to meet these criteria are implemented, they can be compared

to the criteria. The indicator of achieving the objective is the

degree to which the course conforms to the criteria.,. The,admin-

87

istrative specialists will set the standards of the degree of

"aceptability.,

:OBJECTIVE TREATMENT - PHASE I

17. OBJECTIVE

_Increase sharply the mumberni job upgrading and retraining programs.

which update the knowledges and skills orcommUnity.maMbers now

'in the work force.
103

PERFORMANCE INDICATOR- Criteria which specify satisfactory 'variety,

number and kinds of retraining programs will be developed by

vocational,education administrators (Vocational Education and

Manpower Development Division) and their resource groups.

The performance indicator is the variance between the actual job

.upgrading programs implemented and the criteria' worked out for

"satisfactory" job upgrading programs.

101
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The criteria determining group will assign values of

acceptability (achieving the objective) to the different' degrees.
4

of variance.

t

.18.. OBJECTIVE

Use a Plan for collec$1ng infOrmation from selected sources for the

review, modification, and creation of occupational,prograts.

PERFORMANCE6INDICATOR:- A pian will be developed by vocational
o

education administratols'and their resource groups for identifying

information sources and collecting specific kindai of information.

The performance indicator is how accurately the staff follows the

platclin the review, modiiication and creation of occupation_al progians. The

'vocational education administrators will assign values of accept-
.

ability to the various degrees oi.accura4 with which the plan is

followed.

SUGGESTION'
. -

Sources used in the plan for.the collection of informatiOn

include:

a. Advisory committees.

b. Students with six months to two years employment in the field.

c. A budget review committee

Faculty teaching, in the proOam 8

e. Dean of Occupational (Vocational). Educatior

f. Responsible.Districtooydinator

g. Campus vocationalcurriCulum committee

h. Senior responsible site and District administrators

.

OBJECTIVE TREATMENT .- PHASE I.

19. 'OBJECTIVE

Include student input in the planning procets of new occupational

programs.

02.
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c

4

89

-

.PERFORMANCE INDICATOR. - A plan to use student input intothe planning

.process of new pyograms will be developed by vocational education

adMinistrators.

Theperfo Nance indicator is the degree of congruence, between the

plan and the way the responsible new program planner uses student

input.

OBJECTIVE TUATMENT PHASE.I

514

' 20. OBJECTIVE

Use resources for individualized instruction in occupational programs

whenever the resources are both progxam_and_cost effeetivg, and can

merit a high enough priority to be funded'.

PERFORMANCE_ INDICATOR - District and campus vocational education

administrators and currieulum specialists will determine resource

use strategy and deVelopsstandards of frequency&-use of these

resources in occupational programs.

The performance indicator is the degree to which resources for

individualized instruction are actually used compared to the

criteria for successful use.

OBJECTIVE TREATMENT - PHASE II

21. OBJECTIVE

Assign an advisory committee to each occupational program and to,-

each regional occupational program.

O

PERFORMANCE INDICATOR - This objective will have been achieved when all

occupational programs have advisory committees.

4 11'

22: OBJECTIVE.

Staff adyisorycommittdea in accordance with a staffing plan.

0
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- ,PERFORMANCE INDICATOR - The variance between the stOrfinglgan'.and

the actual staff composition of an advisory committee will indicate

the degree to which this objective has been achieved.

SUGGESTIONS

a. Advisory committees will include the following staffing

O

inputs:.

1. Occupational spvialists, only one, representative per

company r,

2. Counselors

. 3. Instructors

A. Students'

b. The advisory committee will be constituted s!to best

represent ,the total community in an occuOati nal area.'

Employers will be. represented.

:'c. One advisory committee may, advise on more than one program.

d. The chairman of the advisory committee will be the District

coordinator of the program.

ft/

OBJECTIVE

Create emphasis in instruction on student behaviors needed at the end
.

of the instructional program.,

PERFORMANCE INDICATOR Teachers will compare student performance

at the end of their programs with the instructional outcomes

-

constructed in, terms of student behaviots. The performance

indicator is the variance between the instructional outcomes and

student behaviors.

104
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e4. OBJECTIVE

Treat occupational progtam student's with language: comprehension

deficienties in ways that permit them to understand the'subjec

Matter taught in. -the program.

)

: .

$ - PERFORMANCE INDICATOR - Design a plan with One or more options to

achieve the objective. The successful completion orstudentsre
.

,selected for entry into the program with language comprehension de.,
IP

ficiencies will be Ehe indicator for/AA/eyingthis objective: The .

41
. ,

.

plan will ,indicate the 'value assigned the criteria 41112-6\. is 'the proportiori

of students.with-language deficiencies completing the prOgtam compared'

'to all students completing.it. .

SUGGESTION,

1. Tutor students intensively when they go through the program.

Keep class size small. °

2. Afterselection,but before regular classes start, require students

to"complete an intensive language comprehensiOn prograi designed

specifically for the program.

105



SURVIVAL EDUCATION-

.SUB7GOALI

Students'will be trained to perform those tasks which are essential to

efficiently dealing with the routine tasks in our society. This competency
I I 4

frees the Lndividual to focus, on more se/f fulfilling activities.
.

:The following statement takenctrom the Journal*of Adult and Continuing

EducafiOn Today, Vole. V, No. 7, March 31;,1975 presents dramatically -

the deficiencies of many citizens in. performing the routine tasks of,

living in the United States today.

It is,obyious that todays curriculum suffers from cultural lag. It"

was built to meet the
.

needs.of a generation whit entered a much simpler

society after:completing high school and college.

P.

A4

4
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ADULT AND CONTINUING EDUCATION_,
TODAY Vol. V, No. 7 March at; 1975

A FRIGHTENING LIST OF
WHAT ADULTS DON'T KNOW.
In, writing a headline for the second installment on
the Adult Performance Level Study described in the
last issue, we. started to use the word "shocking"
where "frightening" appears iiy. the headline. Itut we
decided that adult educators aren't shocked by these
facts, or even. shocked by the fact that a good many
eduCatOrs. and politicians prefer to look the other way
when evidence of the needs of spending more public
funds for adult learriihg is presented. Here, for you to
read and...weep, is the second and final installment of
the interim repOrt.
Selected Survey Results Analysis of the survey data has only jOst
begun, anda domidete report is still several months away. However, the- toile Wing is a summary of results for i portion of the items dealing with
the general knowledge areas of occupational knowledge and consumer
economics incision is 4% at a 9S% confidence interval).

17 percent of the gm* was not able, given a series of four
newspaper "help wanted" advertisements, to determine which one was
placed by a private person, rat* than owcorporation tor pOblic
irlit,itutiin. This result yieldt an estimated 1:1,071,000 adults who are
not able to perform this task.

Given monthly earnings statement containing the gross salary,
deductions by type, and net salary, only 74 percent of the sung* was .
able to determine the total amount of deductions. Further, 33% of die
sample, r a projected10,960,000Person's are not able to interpret the
earnings statement well enough to locate the deduction for social'.
security.

Thirty-six percent of the sample, given a W-4 harm and information
concerning the number of dependents, were unable to rad, write, or,
computor,well enough to enter the correct number of exemptions in the
appropriate Mod of the form.
- Only 56 yercenr of the sample, 'when given a series of newspaper

"help wantcr:adverthemerits, were kble to correctly match personal
. qualifications is job requirements. These results produce in estimated

51.million adults who are not able to perform jhe task is required by
the survey.

When given an incomplete business letter, only onefifth of the
sample war -able to complete the "return addresr section without
making an error iiforin, content, spelling. or punctuation.

Twenty:two percent of the sample was unable to address an envelope
well enough to. insure it would ''reach the desired destination, and
twentyfour percent was unable to place a return address on the same

-envelope which'would insure that it would be returned to the sender if
delivery, were not possible. These results indicate that an estimated
16-28-miliiiirTadults_4ieroft-able_to_address an envelope well enough t9
insure the let ter will noleniiiiirifirdilifFultietip-the-postaLsy.steni.

About une-fifth of the sample could'not read arilze40TipTgirtunit
notice well enough to identify a. verbal statement which defined its
meaning.

'rt

0

. 93

,

Almost onefifth of the sample, or a projeCted122% mill ults,
weren't able to lead and Interpret a tabular payment scItedul ell
enough to determkito Its monthly payment for a given amount of

.
indebtedness.

A .surprising 73% of the sample, or. a projected 1$ million adults;
weren't able to accuratelj.calculate the gasoline consumption rate of anj
alatoTobile, given odometer readings and fuel consumption. 4

Less than 40% of the sample when given a/catalogue advertisement
series of "for sale" ads which contained a notice for the same appliance,
was able to correctly calculate the difference in price between a newt
and used appliance, , , .

More thils threefourths of the sample was unable.to read, write, and
compute well enough to correctly enter one total cash price Mt a mill,.
order, given an advertisement with price InformatiOrt and a mall order
form. " .

Twenty-nine percent of the sample, or **Oliveto! 34.2 million..
adults, Were unable to order a meal for two persons not exceed:raga sat
amount, given atestawant menu.` r, .

Slightly more 'than onefifth of tht sample, or a projected 25.11
(416million adults, were unable to write a check on an account with out

making an error so serious that-the check would not be processed by
the bank, or would be processed incorrectly. .

Only two-thirds of the Sante!e was able, given three boxes of Nita
displaying the name, net weight, and total price of the contents, to
determin th brand which had the lowest unit test.

Over ...671Y perient of the sample, or a projected 41.4 mill on adults,
was,unable to determine the correct, amount of change on a purchase,
given a cash register receipt and the denomination of the bill used to
pay for the purchase.
Future Research. .

These results, with the results from dozens of other tasks not reported
4' bete, would suggest that far more adults are "Illiterate," in the sense of

,

being able to apply skills to problem areas which are derived from
'cremate adult requIrementsohan one mightiexpett. As was noted
earlier, a second national adult survey of performance on tasks keyed to
the ether three APL general knowledge areas will begin shortly. When
this phase is completed, the set of objectives, "test items,". and national
estimates of adult performance related, to these objectives should be a
Valuable resource for planning, developing, or evaluating educational,.
programs on a variety of levels. ,

. .

Y

About ongfourth of the sample, or a projected 26 million adults,
.4.

could nut distinguish he terms "gross" and "net" correctly when given
/

simpte situation involving total pay and ply after deductions.
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as a requirement for completing programs.'.

1k

PERFORMANCE INDICATOR - 'A survival instruction planning4iroup,com-
11

0

prised of instructional and student services administrators, faculty,

. ,

S

S

OBJECTIVE

Students will be trained to perform survival taski'in our society

students, and community members.will detbrmine student survival

behaviors.' They will determinefhe level of performance studehts

Must show in theiebehavfors o'nteet the requirements for conlpleting

programs., They will determine the proportion of all students who

can pass the survival performance tests if the District is to

satisfactorily,= meet this objective. A curriculum development

team assigned the Chancellor will prepare a plan if study which

students can follow to learn acceptable-levels of performance

.-
.

/
-

': 1

The performance cator is the degree of variance betweed the
.

criteria of acceptability (proportiPtip of all students who can

pass the survival perfornance tests) and the actual proportion ,of

students who pAsithe performance, tests.
.

, .

SUGGESTION

The following tasks will be included in the survival training

curriculum, as performance objectives.

a. Writing check's

b.. Personal bookkeeping

c. Consmier beware piinciples

d. Basic business law

e. Functions of city, local, state agencies of government.

How to participate.

f. Voting process
. $,

g. Economic cause and effect of the private-enterprise concept -

a day's work for 'a day's pay.

h. Working of our economic system including the profit system.

I
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4

i. Dynamics of political policy makitig in the United States

and other members of.the community .of nations in
,4:s

.Real estate processes related to owning property.

a

103
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GOAL III .

_COST EFFECTIVENESS

-GOAL

96

0.

.The organitational system of the gam Diego Community Colleges will Oiierate7---"'------
n

in ways which maximize occupational education ."program and cost effectiveness."

1. Analyze- each occupational program for progtam and. cost effectiveness.

tk

-FERFORNANCE.INDICATOR.,, Determine criteria for prograM and cost effective-

ness of occupational programs. Compare the actual methods used in

4 the work of staff with the program and cost effectiveness criteria..

The degree of congruence is a performande indicator..

SUGGESTION :

. .

Possible criteria will include:

- Stage'l - Preliminary Data .,'

.
.. 0

a. utility.and quality of the abisory.ommatee input.

b. the facilities needed to operate the prograi.,

.c. the manpower costs needed to operate both the instructional and

support parts ofthe program including custodial, clerical; btlsiness,

technical,, managerial; and teaching assistants.4
d. fadilities needed to operate the program..

e. materials needed-to operate the program including capital .outlay

and instructional supply monies. -

f. cost pf (1) starting up the occupational program, and (2)

Maintaining the program. °

anticipated income generated by the ptogra(e.g% state aid).

Stage II 0

a. determine program benefits - the values and 'objectives the program

meets. How valuable is the Program compared to other programs.

b. determine program effectiveness - the quality of instruction of
,

.the program compared io'other programs.

c. determine the priority _of the program compared 'to other programs

1.



Chapter IV

a

c. (continued )

?7

by a weighting syste0 which assigns a tOtaly:eight to each program

that canl)e compared with the weights of .other programs. The

greater the weight the hfilierfht-ipti-ority-of-the-occupatiOnal

program for remaining in operation. This weighting approach

.0.0!work_for the_ PMTbr_ Ofeections,of_aclaes. Factors- in the

'Weighting process include:
4

program:benefits.

program costs

program effectiveness

the eiative supply of money all ,programs.
1/4

SUGGESTION

A task group should be: assigned under the leadership

of Management Services to maker operationala program

effectiveness methodology for instructional prOgrans

ip 4

'OBJECTIVE TREATMENT - PHASE II

Si

of the Director

and cost

in.the district..

.2: Develop and implement.itrategies foie increasing the funding of pr'og'rams

through grants, governmental aidoprograms, and increased enrollment.'

PERFORMANCE INDICATOR - A study.group. under the leadership of the

Director of Management Services or his delegate will develop funding

strategies and Criteria for eifectivelyeingthestrategY. The

'indicator of performance is the variance fotind in comparing the work

of funding stags with criteria for' effective *funding.

OBJECTIVE TREATMENT PHASE II

3. Develop resource reallocation strategies when educational programs

t:are closed out.

.

PERFORMANCE INDICATOR - The criteria of reallocation strategies will be

6
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O

1-98

compared with the actual reallocation of resources from closed programs.

SUGGESTION /

Insight gained from developing reallocatio strategies. can be applied

to cost decisions in starting new programs e.g. lease vs. purchase

-

of eqUipMent,-eiC:

OBJECTIVE. TREATMENT - PHASE I-
,

',4. Develop a budget strategy for providing transportatiOn toftconomieally.

disadvantaged:students to get from home to fhe site-of their occupational

prograi.*

PERFORMANCE INDICATOR - The strategy developed will -be validated by

a consultant and administrators delegated by the Director of Management

Services.

5.

, .

OBJECTIVE

. Plan and form a.Budget Review Committee that will review strategies

of budget throughout the'district.

'PERFORMANCE INDICATOR = The Director of Management Services will plan

and establish criterifor the operation of the Budget Review Committee.

The degree to which the actual work of the committee conforms to the

:scriteria of-operation will be an indicator of their performance.
>

SUGGESTION

a. the committee will review strategies for implementing new

organizational, units.
477

b. the committee Will review the.strateOeS of all budgets.

c. the committee,will review the use of program and cost effectiveness

methodologies used in the district.

d. the committee,gill*recomniend,the allocation of resources to the

112
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a. (continued).
Chancellor via the Director of Management Services.

e. the committeemembership'will include adminititratori, faculty,
staff, and students involved\in operations within the DlitiiCi.
the Director- -of Management Services will fornrthe membership

of the committee.
g., the committee will insure that student. member(s) will be. compensated

for ,their work' on ,thecomnatteei

OBJECTIVE TREATMENT - PHASE I

6. 'OBJECTIVE

Create, a mid-management level to assist Deans'of instructional programs.
The new position will have authority to allocate resources for specific
programs in their area.

PERFORMANCE INDICATOR The Chancellor and his delegates will develoP,

criteria for the delegation and use of this authority. The indicator
of perforinarice is the, degree to which the mill managers who allocate
resouccea "meet the 'criteria.

S.

OBJECTIVE TREATMENT PHASE I
iii

ti

113

.74

<1'



z

P

GOAL IV

STUDENT SERVICES

100 °
-r

GOAL The San Diego Community College District will provide Aucational

support services for :students and prospective students in ways which help

_them_mmke-appxopriate-educationaland-retraining7thoices'in
order-to-Meet

their Own particular needs.

The Student services

All phases of registratiom

Counaeling

Career. Center operations

Sharing guidance with faculty

Testing for Self knowledge

Work Experience-

Placement

Financial: Aids

Veterans Aids

- REGISiRATION

'1.

II" I

C

OBJECTIVE

O

Develop and iMpIement a registration systeM wilich,provides the

maximum Available guidance Services to students ineluding'pre-
:s

enrollment cO4unseling and guidance so,'
studentS bave the beat chance

.to' select appropriate courses and majors.

PERFORMANCE INDICATOR - The indicator is the degree of variance between
,,

the-criteria
p

a of operation for the system and,the actual operation of

the service.

OBJECTIVE TREATMENT. _ PHASE II

2. OBJECTIVE

Develop and implement a needs
identificatiab'procedure for students =

when they start the admissions p'kocess.

7/
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Chapter IV'

PERFORMANCE.INDICATQR Develop criteria for impleMentation and operation

Of,a needs identification proCedurefor students.' When the procedures

are impiemented.accoraing to criteria,ana the operation of the

procedure cenfornmyith the criteria this Objective will be met.

The indicator is the degree of variance between the work-and the

criteria.

'OBJEC1TVE TREATMENT - PHASE I

3. OBJECTIVE

Establish a system where students will be,able to enter most,clatses

they need to complete their majos...

PERFORMANCE INDICATOR - The indicaeor,is the degree of variancelbetween.

the criteria of Operation for the 'system and the actual operatidn,of
, 0

the service.'

An estimated performance indicator is that 90% of the students will'

be able to enter the .classesIthey need.

.OBJECTIVE TREATMENT - PHASE II

4. OBJECTIVE .
.

Establish a system where students will be able to complete a specific

Program in the time allotted in the catalog.

PERFORMANCE INDICATOR - The.indioator is the degreerof variance betwedn

the criteria of operation for the system and the actual operation
.

of the service.

.OBJEtTIVE.TREATMENT 7,PHASE II ,

5. 'OBJECTIVE

Establiigl'a No semester (--ndemic year) -class schedule.

PERFORMANCE INDICATOR - This objective will be achieved when a two

semester class schedUle has been established-.

115
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4

'OBJECTIVE TREATMENT - PHASE I

102

40
6. OBJECTIVE

Establish 'a'system where- students will not be delayed by class conflicts

or lack of classes exceptlin unusual circumstances.

PERFORMANCE INDICATOR - This indicator is the degree of variance

between the criteria of operation for the system and the actual

- operation of the service. $.,

SUGGESTION

The class schedule will be completed three months before the Fail

semester beginS.

OBJECTIVE TREATMENT -2PHASE.II

7. OBJECTIVE

Provide the student with a structured opportunity t? learn before

enrollment 'how to use all student services available to him such.as' 'A

'counseling, career center guidance, financial aids,'veterans

.services, student affairs services, work experience., placement,

tutoring and learning center services..
,

PERFORMANCE INDICATOR - This indicator is the degree of variance between
4

the actual operation of this service and the criteria for the operation
. /

of the structured learning opportunities.
0,

-

s.

SUGGESTION

a. Use-tape and automatic slide presentations for the structured

.learning opportunities.

b. Use simple instructional programming techniques. (e.g. linear
0,,

programs)

OBJECTIVE TREATMENT- ,=! PHASE II
J
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8. OBJECTIVE

Develop and implement a system which will simplify registration for

the student and make it easy.

PERFORMANCE INDICATOR - The Director of Instructional and Student-

Services and his delegates and the chief site administratatq and their

delegates will-plan and implement the system. The indicator is

the degree of veriancebetween the criteria of operation for the

system and the actual operationof the Service.

SUGGESTION
, .

a. 'Develop and install on campuses computerized. systems of student
. - -

registrations, enrollment, student data, instructional data,.

and follow-up, studies. Show closed.classes1 prerequisite fot

classes,,' etc.
i.

b. Pre-register by mail to the eictent'podsible.

c. Orient, students to the physical layout of the campus.

d. Us'rtape and automatic slide presentationsJoe.^

1. Registration,

2. Introduction to career counseling. Show both positive and

negative aspects of occupations.. Show job environments as

well as Job requirements..

OBJECTIVE. TREATMENT - PHASE_II

9.. ,OBJECTIVE

Develop and expan open-end enrollment Procedures for class offerings.

PERFORMANCE INDICATORS - e indicator is the degree of variance between

the criteria of operattion for the procedures and the actual operation

of the service.

1174
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SUGGESTION

104

his procedure will promote the (1) accessibility of courses to students',

d (2) recruitment of students.

OBJECTIVE TREATMENT

10. OBJECTIVE
r

Develop and, implement a processwhich will help people in the. °

community crystalize their decisions on. how best to take advantage

of the opportunities available to them at the Community College's.

PERFORMANCE INDICATOR-- The indicator is the degree of variance 'between,

thetriteria for the ptocess whichwill help people crystalize their

deCisions and the actual operation:of the service.

0

SUGGESTION

4, The District staff can indicate the probabilities'ofjob placement

in the variouSoccupational programs after completion. TherDistrict

can alsO,develop avaiiety of audio visuallprogrsms.

OBJECTIVE TREATMENT 7 hASE I

11. OBJECTIVE

_Plan and impleMent,a "team counselind'_spproachtietween the faculty

of occupational,programs and the career 'center - counseling center-
..

staff.' _ .

z

PERFORMANCE'INDICATOR - The indicator is the degree of variance

between the criteriafor the team counseling apprciaCh and the actual

. ,operation*of the service..

SUGGESTION
---

This unified service has the potential to. help the .student on a don'tin;"E
. ,

uing basiS.

OBJECTIVE TREATMENT - PHASE I
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Chapter IV

12. OBJECTIVE
a

.
.

.

Develop a procedure for granting credit at the colleges, in Occupatidnal

programs for similar work completed successfully at the Various

.educational levels including Adult Centers, the Skill Center and

}four year colleges.
.4

PERFORMANCE INDICATOR The indicator is the accuracy with which

"evaluators" conform to the criteria for granting credit.

OBJECTIVE TREATMENT 7PHASE I

13. OBJECTIVE

services.

DeVelop'the procedures for and establish an advisory committee on student

PERFORMANCE INDICATOR - The' indicator.is the degree-of variance j"-

between die criteria established -in the plah for, the implementation

and operation of the Student'Services Advisory Committee and the

actual operation of theAdvisory ComMittee.

.OBJECTIVE .TREATENT,=-PEASE I

CAREER CENTER

14. OBJECTIVE
.11

Develop a plan .for the operation of ana implement of ,comprehensive'

career,centers for City, Mesa, and Evening Colleges_ and fcir the

Skills Cehter and clusters of College Adult Centers on the basis of

resource priority.

1.

PERFORMANCE INDICATOR - The indicator is the degree of variance between'

the criteria established for-the plan of operation and implementation,

And actual implementation and operation of the comprehensive carder

centers.

1i9
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SUGGESTION,

'106

a. Include in..acareer center the following services for students:

1. Job seeking placement and placement counseling. Job

market infortation.- 1.
.

2. Worlk experience enrollment and counseling. Wherever.

possible, students should have opportunities to visit,and/or

have work experience WiEhin the career area of their choice.

.Establish an advisory committee for all. District Career

Center Operations.

4. OcCupationatexploration counseling.

(a) Occupational information'- include cue card decks'of

pccupations organized into career clusters.

(b) Pririciples ofcareer exploration --explore in career
.

cluatera.

(c) OcCupational analysis technique

Self appraisal counseling.

(a) Testing for academic and occupational perfoppance.

(b) Administratiow,of career related interest and value

4 inventories...

(c) Teach the.applications of career choices and:Strategied.

(d) Educational planning counseling related to career objectives.

(e) 'Financial aids asaistance to.Equdents:

(f) Enrollment'in mini - courses.

1.. Develop mini-courses with.openlentry and'exit for
2 . 4

which students can obtain credit.

'2. Mini-course fopies,coUld include:
a.

a.world of work and classification of occupations.

b,. self appraisal.

c. occupational explOration ana analysis. P

d.dareer choice principles 'and strategies. .

e.career related educational program, lanning.

f.job seekingand interview principles and skills.

120
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Organize occupational inforption into:

(a) Job Markets and industrial'enterpriseinformation.

(b). Occupational patterns-/ocal7regional-national.

.(c) Future manpower trends

(d) Occuparional,briefs, books, pamphlets; tapes, and

audio- visual presentations.

(e) EducaUona.instittition information for transfer purposes.

b. Establish as: a part of the Career center services the folloWing

organization4.units:
.

/1. placement- Service

2. Financial aids eeivice

3. Career counseling and exploration .

4. `:Work experience...
4..

5. Educational planning

6. Counseling liason with occupational facUlty

OBJECTIVE TREATMENT - PHAgE II,

PLACEMENT ..

SUB GOAL

Provide., the student with job placement itivices which are consistent

the career choice strategy of the person Whenever possible.

A

A..... P .
15. OBJECTIVE. '

i
..

. e .

Provide placeMent services, for every student who desires placement .
. . .,

.

after completing an occupational program,

PERFORMANCE INDICATOR - The proportion of the siudents.who are

appropriately placed compared to the total requesting placement is

the major criterion for this objective. The Director,of InstruCtional

and Student Servicei or his delegates will .determinethe specific

proportion which meets this objective.

OBJECTIVE TREATMENT.- PHASE I
.
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16. OBJECTIVE f;
_Povide co-ordination of\information and activity between faculty,

prospective employers, responsible adMinittrarors, and career

counselors tor thebeneft of atudenis.
.

a

#

108

'555

4

PERFORMANCE INDICATOR - the degree of variance between the' criteria

established for the plans of operation and the actual operation of this

4(coordination service.

OBJECTIVE TREATMENT - PHASE

17. OBJECTIVE .
. .

. %, , . i

Placement' officers will coot5dinate,with faculty and counselors to

insure that each client is optimally prepared for' Job seeking .and

job keeping skills and knc;Wledges:

e tc1 .

PERFORMANCE INDICATOR - The degree of variance etweenl!it criteria
. . xi

which define "optimally ,prepared' and the actualpreparation. of students
> . .

40r job seekihg and holding 1stthe_ indicator_ of performande.,,0 .

.OBJECTIVE' TREATMENT .-- PHASE

.

1-
. .

.
. S s

18. -DBjECTIVE.

Identify ,and develap as many plicement

in the community..

...
. ,

opportunities aspossible
. ,

.

,i,,, -,

. . ,
. . /, - , 1 -

.

PERFORMANCE INDICATOR - Criteria, created from a plan to Weveloz

plAement opportunities will be compared with the performance of the,

placement officers.,. The variance between-the two will:. be the indicator
.

. of performance.

OBJECTIVE TREATMENT.- PHASE I

t.

12.2.
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19., OBJECTIVE

Insure the placement officers make available to students the

probabilities of jab placement in the various majors before students

4nrop, in the majot.:or. program,

,PERFORMANCE INDICATOR The variance between the criteria established

for this service. and the actual operation is:the indicator Of performance.

26..

The placement6fficer or his/her staff will'bgcotheiesOurce counselor&

during the admissionsmr prezentry counseling phase of the registration

proces

OBJECTIViTREATMENT THASB I:

OBJECTIVE

'Ate "odcupational role concept" will be one of. the units of comamnication

when describing job or .occupations.

. ;-',

PERFORMANCE INDICATOR The variance between tbe criteria established

for describing the occupational role concept and using it as a unit

:of communication ancl-the actual operation

...0erformOce.
,

.6.1FICTIVE*TREATMENT

21. OBJECTIVE

is the indicator of

Evaluate, the effectiven sa of ihe placement function.

PERFORMANCE-INDICATOR -Able' criteria established for evaluating the

fUnction and the operation'of-actually evaluating the function is

the indicator of performance.-

123
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I

SUGGESTION'

U

110-

*

The following' operations will be included in the evaluation plan,

a. self 'reports of students. after they complete the placement .process.
4

b. follow upsiudies on studentS plaCed through placaient office.

'c. reports from employers on the.effectiveness of the placement"

function.

d. faculty reports

e. career center staff reports.

f. manageMent consultant repOrts on the effectiveness of the service.

OBJECTIVE TREATMENT - PHASLI

22. OBJECTIVE

The placement officer will evaluate the'use of placeMent information

in student services and the instructional areas.

3.

PERFORMANCE INDICATOR,- The degree of variance between the criteria

-established for the use of placement information and its actual use

by student and instructional services is the indicator of performance

for this objective.

OBJECTIVE'TREATMENT PHASE-1

e.

124
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GOAL V

FUTURISTICS

ti

111

If the San Diego Community Colleges. are to meet the needs of the coMMunity,
a

'a far,more intensive effort of estimating the future accurately will have.

to be-made. Cultural change is occurring at a more rapid rate than ever

before In history. This will have an increasing impact on the operation

of the community colleges;',Even now, we are required to submit educational-

program plans for every building propoSed to the Office of the Chancellor

of the California Community Colleges, and it"takes five years lead time to

gain apprOval ofproposed buildings. Right. now we have arequirement to

know and plan for what is five years ahead.

The organization of a Futuristics Team for servicing a wide variet4of

Community College units is needed now. It is'suggested that the Futuristics

Team could operate in the District Office of Planning and Evaluation SerVices

with close communication ties to the Office of Manpower Training and

Vocational Education, and other Instructional services. The Coordinators located

in the Vocational Education Office prese erate a considerable body-of

"404. futures information. . ..

'The suggestion for locating the Team in the Planning Office is 'to prevent

proprietary use of the information. Carefully. evaluated tUturesInformation

should be transmitted and received over a carefully worked out communications

network to stations throughout the district offices.andthecampusei.

O

Futures information is crucial to top Management decision making, to -

planning, to curriculum development, and to campus managers for their nwn

planning. Information'from a variety of operating or line locations can

feed important infdtmation into the network which can help evaluate futures

and Show the Futuristics Team how to better serve their various customers.

4

Dr. Thomas Acheson, Department of Management, School of Business, San

Diego State Uniersity,whois a member of Task,FOrce II,.has made significant

comments which should be considered in the establishment of a 'Futuristics

Team.
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1. The major problem of any sophisticated futuristics' model is

"Where do we get the information,to put into the model?"'

kmiatake. or danger related to the outcomes of futures modeling

is that people believe the model and tend to forget, the kinds of

data that Are put into the model.

2. 'The purpose in any futures prediction model-is to obtain

convergence or agreement of a wide variety of data., This

increases the reliability of future predictions.' :Disagreement

or,divergence of information should cause reassessment of the

data.

The modeling process is tb work back from

He suggests that modelers attempt to work

then identify those factors or data which

today. Use these factors then to predict

today to yeaterday:

back four yeari,

predict where we are

into the future.

The use of moderately reliable future information is to make

decisiona. A caution is that a great deal of information available

is too old:

Most business oriented manpower planning into the future is three'

to six months from thepresent. Models should predict alternate

futures' which are dependent On the major variables that direct

futures.

3. 'Patts of a future model for,the.San Diego- Community Colleges should

include the.following which are 'similar in some, cases to the

Puturistics objective.#2.

a. Direct, information Or demand from employers in business and

industry:

b. 'General economic.-trends.

c. Growth pattern trends.

d. Demand froM students.

e. Migration pattern of our students,

126

fl



113

Chapter IV

f. The retirement projections of- the work force in the-respective .

-occupational areas.

g. The, occupational skill and knowledge inventory of military personnel

in the area who are near retirement.-

h. Popular trends in employment. The "in thing" to dO.

i. The number of people trained compared to the job openings in the

community influences the-manpower supply and demand ratio.

InclAded should be the number of students in majors or programs

preparing for available-jobs.

j

.";.

-

. Replacement needs should be identified 'as Separate from additional

manpower needs,

;

Dr; Acheson stressed emphatically the need for this district, or any district;

to prepare,as carefully as the fadulty associations and unions for the Process

Il
0 .

of'dollective bargaining.'

O.,

The following objectives are a guide to the establishment of a Futuristics

Team in-the San Diego Community Colleges.

127
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GOAL V

COAL.

The San Diego dommunity Colleges will develop and use,a Futuristics team

to study, predict, and distribute information about alternate futures,

i

and to act as a service agent to organizational elements in the District.
i

. , . , ; ..
...

,.t .

1. OBJECTIVE

The Chancellor will develop and implement 'a plan.on how.the District

may use effectively futures information.

PERFORMANCE .INDICATOR - The Chancellor or his delegates will develop

a plan on how the District may use effectively futures information.

Completion of this plan' indicates achievement of the first part of objective: .

Implementing criteria will,be developed as an indicator for the "implementing='

patt.

'a.Gais will include the development of a communications network.

.The network will incorporate criteria for-collection, monitoring

disseminating and using futures information. -The network'will

emphasize two way 'communication both intra-campus and inter-campus

and district. The network will establish criteria fot message

transmission betwaen sender and. receiver and reciprocal transmissions.

b.' The network stations will include:

-1. chief site administrators,

2. second level Managers of'the site,

3., curriculum and .instructional planners,

4. student services faculty and staff,

5. budget priority judges,

6. second level managers of the district,

7. master planning organization manager,

8. placementcfficers, career center coordinators, work experience

coordinators:

c. All major departments and divisions both district and campus will

A
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c. (continued) .

be stations in the communications network plan.

OBJECTIVE,TREATKENT - PHASE I .

115

2.. 'OBJECTIVE

The Futuri,stics specialist will develop a plan on hoW tocollect

futures information and evaluate it so that its reliability is

maximized'. '

PERFORMANCE INDICATOR - The Futuristics specialist and hia cilegate6

will develop a plan on how,to collect and evaluate futuristics ,

information. Completion of thisplan indicateS achievement of the

objective.

SUGGESTION.

a. The collection of futures information will incluae the following

information categories.

1... Public utilities analysis of the future.

2. County planning departments analysis,

3. National level futuristics study or planning groups,

. 4. Statistical data which shows a variety of past and present

relationships relating to economic, manpower, technological

and'educational relationships.

5. Jobs available from want ads.

6: National trends relating to economic, manpower, technological and

educational activities.

7. Political trends and legislative changes which affect manpower

needs and resources in the community.

8. Intervielks with planners from local and national businesses

and industries,

9. Interviews with advisory committees.

10. Identification of Sources which staff manpotker needs in San

Diego County. 129
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11. Community Surveys.

b. Vocational Education Coordinators will participate in the collection

and evaluation of data.

OBJECTIVE TREATMENT. - PHASE I

3., OBJECTIVE

Conduct a feasibility study on the location of facilities and resource

requirements for the optimum operation of a Futuristics Unit.

PERFORMANCE INDICATOR -..-The Chancellor will delegate his representatives

to conduct this feasibility study. This objective will...be achieved

when the study is delivered.to the Chancellor.

OBJECTIVE TREATMENT - PHASE I

This chapter has presented five primary goals. Thirty-five objectives

were prepared for the Organization goal twenty-five for the Instruction

. goal, five for Cost Effectiveness, twenty-two for Student Services and

three for Futuristics.

Eachobjective was designed as a management objective which ,can change

the output of the organizatiOn. It is strongly urged that after agree-

ment has been reached on what objectives to adopt, a "change analysis"

should be applied to each one. Also, each objective should be placed

on a time line for implementation.

0
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WHAT OCCUPATIONAL PROGRAMSGO WHERE?

We. have presented a view of the future in.terms of a philosophy, the

locality of San Diego, the manpower picture between l975-11.,/ and "goals

'and objectives.

41 Our Community is also becoming more aware of how the instructional Serviced

of our.District can help people upgrade themselves,in their job or

prepare for better pai ones. More and more.residents-are also becoming

aware of the opportunitieS to retrain..Qhichfrees a perSon to move to

O

occupation or cope with unemployment.

San Diego is a "Navy town." More and_mOre servicep4Ople are grasping

the opportunity through our expaiding programs to prepare for re-entry

into the civilian world of work or for greater respondibility in the Navy.

In addition tocampus-locations, the picture'of'where we need to go

should show which programs are, allocated to which sites in the community

.where business and industrial.activities-are carried on.

The allocation of programs give body and character to the various parts of

.the' college system.

CAREER CLUSTERS-

Prerequisite to allocating occupational programs is the development-of pro grams

fashioned into building blocks. The name given to these building blocks is Career

Clusters. The way, these blockg or elements of block's go together on a campus

becomes in large part the identity of that campus.
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The definition of Career Cliister in this report is a cluster of occupational

.programs with common strands of vocational interests and somewhat similar
p

activities running through all the programs.

There is the assumption that the task of identifyidg occupations ihiCh

students in each program may enter is relatively straightforward.

College planners can assemble courses through career, clusters in which-the

, faculty, equipment, facilities, and kinds of-students are-somewhat similar.

Planners and managers can often more easily reallocate the, resources of time,

_moriey, and'-personnel in these clusters to accommodate cycles, or-directions

of the community'S deiand for labor, or the students' demands for educational

services. O

Each Career Cluster will have built into it a career ladder system. This

ladderswill show students how they can progress from the less complex

-programs to the more complex ones. To do this, each cluster will stratify

, its programs into levels of complexity. These levels identify both the

complexity of instruction and infer the complexity of thelob.

Career Clusters have the ae,antage of'alloWing students-to explore in

educational-occupational pathways which aresoMewhat similar. The Carder

Cluster organizes occupational exploration into `s more efficient activity

\for our students. .\
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This stratification of complexity level petmits the District togroup similar
. .

"levels of complexity of programs at the same site..

Here 1.6 an example of a Career Ladder within-a cluster:

Occupational Program

Automechanics
- Automotive Technology

Option 1
Industrial Technology

Option 2

a ' Mechanical Engineer

Option 3
Business Management
(Car. Business) prerequisites

Site locatioq related to level
of complexity

,Skill Center
'Community College

4 year College after completing

prerequisites

4 year college after completing
prerequisites

4 year college after completing

'These ladders,need to be developed within each cluster. There was

insufficient time to complete this task for this repoft.*

4.;a.'
The concept of opef entry ,:b1:en exit should be integrated into the career

cluster concept. For example, a student may take a Skills Center course

in Welding, then go to work for a year. He becomes interested*in the field

and wants to advance. He returns to. City College, majors in Welding

Technology'and earns a A.S. degree, He gets-college credit for his work

at the Skill.Center. It partially meets his lab or practical work in Welding.

It may be

his work.

can leave

aspect of,

possible for

He has more

some courses

.open entry -

him to take part of a semester at a time in some of

degrees of freedom as to when he can enter andwhen he

of study than the traditional structure. This is another

open exit.

4
Our student then completes his pre- engineering prerequisites at night while

working as a Welding Technologist. Three years later he trafisfers'to a

four year college and majors in mechanical engineering. While attendidg

the university, he works summers as a Welding Technologist to earn money

for his education. There is almost an infinite variety of patterns a

.
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student may follow in meeting his,educationa,kneeds through this approach.

The career clusters and occupational programs for each cluster are shown. in

Appendix C. These were acceptable to the task force on a "first readin -

basis. They are recommended in this report as the- SDCC Career Clusters pending.
a

a routine review and analysis. of all work-in the repor'p.

e

The proposed Career Clusters are:

AGRICULTURE, ENVIRONMENTAL AND ENERGY CONSERVATION

Bb$INESS, MARKETING AND DISaRIBUTION-
41

MANAGEMENT AND SUPERVISION

,CONSTRUCTION

ENGINEERING RELATED, DESIGN` AND PRE-PROFESSIONAL-

ELECTRONICS AND ELECTRICAL

HEALTH SERVICES

MEDIA. CREATIVE ARTS, HUMANITIES

OFFICE

PUBLIC AND PERSONAL SERVICE

TRADE AND TECHNICAL

TRANSPORTATION: SERVICES AND OPERATION

LEVELS OF. COMPLEXITY

Task Force members had a vigorevs challenge when they dame to grips with the

1

problem f identifying levels of complexity. The first effort to stratify

programs produced the following'classificationsi
.

' 0

Pre-professional,

Technical

Para-professional

Trade .

Retraining

Job: Upgrading
.

Appvndixc, page 1 shows this classification system.

The problem which Task Force members found with this first approach was the
4
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,
v.

,.,

ambiguity of terms such as pars- professional, technical, and vocational

which was inserted and then withdrawn. They meant different,levels of

complexity to different people an none of the major occupational classification

systems used them to classify one level of ;job complexity.

Suggested site locations for each occupational program are also detailed

in Appendix C along with he rejected "level of complexity" claS'sification.'

The complexity levels and site itdations in the present chart, which'is

Appendix C, need to, be rewritten.

A new p ogram complexity level classification was worked out by members of

the Ta k Fot=ce. It is recommended for consideration and displayed here

not on y as a classification system, but as a basic guide to site

alloc tion which is one of the major charges*to this Task'-Force.

rw

f
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A

OCCUPATIONAL
SKILL 'LEVEL

1".

II

III

IV

4NCII1LARY

`CATEGORIES

1A-

1B

t
IC

BASIC SITE. ALLOCATION GUIDE
FOR OCCUPATIONAL PROGRAMS

AND PROGRAM COMPLEXITY LEVEL .

CLASSIFICATION

(

SKILL LEVEL
DESCRIPTION

Basic Skills to meet minimum
job entry requirements
18 - 20 weeks

Maximum of one yeaClength
programs with heavy concentrations

on specialized'Skills

One and two-yeat programs with
more complex theoretical and/or
'manipulative requirements which
can lead to an Assodiates Degree

or transfer to-Oouryear college
A

JobUpgrading: course dime length
varies from Weeksito months.' Subject

matter ranges feftrsimple-ed-coMPIe21:-.

.
Concentration on specialqed skills
and knowledges.

122

II I

SI

CLASSIFICATION

1. Skill Centers

2. Adult Centers
3. Satellite Locations,'
, in community

1. Adult Center
2. E.C.C: °,

f.:College Campuses

O

1. Evening College
2. Goyernment,,v

,business,. ..and

.

s.

industrial sites.

1
CL".

. SITE.

DESCRIPTION CLASSIFICATION

Enrichment, Living Skills 1. Adult Centers.
,2.: Satellite IOcations

Basic Education I AAultCenters

Skills ,Career 2. Satellite Locations

Diploma High School,t
Exploratory OpporeUniiies

Special VO.cational E4pcation

Programs

1.. Adult Center's

2. Skill Centers
O. E.C.C:

- 4. Evening College

Objective #13, Goal II - Instruction, has likted some suggested Criteria.

that may be used in the sitelselection criteria:

136
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An interview-was conducted withthe Presidents' of City, Evning,"Mesa,.and the

Miramir campuses and the DirecEdiof the Adult Centers to learn -their views4.
'on how_they-gee the arrangement of programs and career clusters on heir

ncampuges in th&l.uture. kgeheral discussion was held with the Ditector of

but.a more specific interview still needs to.be conducted

him for this purpose.

There has not been sufficient time to write up and verify with each one the
...

,

views of these.chief adMiinistratiire,officers.
.1. * ,.

/ ,

To answer the question.raised.in this chapter, "whatooccupational programs:
.

go'where?" Xurther study ISrequired.,,..Some prerequisite questions have

' been answered.subject ,to review which are:

1. The arrangement of darker clusters or'"building blodks" Of"
0

program.

2. A kasic.gu1de for site allocation of programs and the stratification

orcompiexity of-prograts.,. .

. We- still need to.answef.these questioni:

3. What will the future community surrounding each campus be like

in 1985'and 1995? (It is assumed'this Information is available

fcir CollecilotT and analysiS)

.4,. What resources, 'Using alternati e estimates,. will be available to

e670.1 campug between now and 1985.

5i How does each campus view itself as *developing career clusters
1. 1.

'and occupational programs? (the faculties, beans of Vocational

Education And Presidents .o.f--each"Campus need to be interviewed

in order to obtain data necessary to answer this questiori adequately)

17These:five kinda:of,information need to be integrated, to answer.the basid

question, "How doye.allocate vocationa1;progedms among our various colleges

and centers?" A set of site selectiOn criteria for occupational programs

'ne4ds to be established.

_
The following staff manpower estimates are suggested as needed to answer the.= '

, project question. It will be necessary to obtain the cooperation
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as nedded- of Presidents, Deans of Vocational Education and CoOrdinators:.

Questionv#3 50mandays Management Studies Staff

Question d4 3 mandays Management Studies Staff

Question 05 A.mandays ManageMut-StudieS Staff

An integration of the information and the development of a plan w41 take

10 mandays. This includes.feedback time between interviewees and staff.

It also includes a meeting with an advisory group of community members to
o

'react to the propoSals recommended in the plan. Totel mandays is

estimated at 28.

r

'
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CHAPTER VI

RECOMMENDATIONS
A,

The management objectives developed in this report will lead "the way, if
r.

approved and acted upon,to major changes and improvements in the Career Education

effort of the San Diego Community College District.

6

followiagspecific _recommendations are listed with the exception of

recommendation No. i which is comprehensive in nature.

1. Develop and Implement an organizational strategy which will translate

into action all objectives after analysis and acceptance by the governance

body of the San' Diego CoMmunitk. Colleges:
0

Implementrat the earliest opportunity a survival education program.

3. Establish an ,intensive seminar program to qualify all community College

counselors as effective career counselors. Orient and familiarize

occupational program faculty with career counseling processes so they may

A*'participate effectively in the career guidance activities of their students.

4. Allocate the Master Planning and ManageMent Studies 'Staff the time

necessary to answer in depth the questiOn, "How do we allocate vocational .

prograts,among our various coliegesiand centers?" Inadequate.treatment

of this question can.hamper the optimum development of our community

college district.

4; Reallocate resource savings generated by using innovate methods to reduce the

cost of instruction.

6. Commission a consultant in Futuristics to assist the San Diego

Community Colleges establish an organization, operatibg procedures,

a communications network, and a methodology for a Futuristics

7. Prepare intensively for collective bargaining which appears to be

drawing close to implementation.

o I
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dhapter VI .

RECOMMENDATIONS

Establish an effective operation for a county wide vocational education

council for the purpose of articulation between institutions in the county.

Particular attention will be gii.411 to the balancing of mtnpower training

outputs with community needs.

9. -Each objective approved for incorporation into the master plan will be

:treated with a "change analysis" and gaCed on a time line for

implementation.

_-', -, _
.

, .

10. Assign a task group under'sthe leadership Of the Directok of Management
,

Services to make operational a program and cost Ofectiveness methodology

for instructional programS in the district.
I
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